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Abstract 
This paper addresses the training needs of Title IX coordinators from their own 
perspectives.  I conducted semi-structured qualitative interviews with 35 Title IX coordinators 
across the United States (including both K-12 environments, as well as higher education).  
Participants represented 18 states, including urban, rural, and suburban environments. Interview 
transcripts were coded for thematic meaning.  Five types of training practices were identified: 
training from one’s professional background, self-guided reading, network of colleagues, episodic 
training, and little or no training at all.  They identified five primary barriers to their ability to 
obtain stronger training: geographic location, employee turnover, expenses of training, training 
availability, and training quality as barriers to their professional growth.  The data reveal a need 
for higher quality and more consistent training to prepare Title IX coordinators to address gender-
based violence on school campuses. Recommendations for the removal of barriers include: 
stronger guidance from the Department of Education, increase of funding for Title IX professional 
development, and unity among Title IX coordinators who can advocate for better training and 
preparation to do their work.   
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Addressing Violence, Trauma, and Discrimination in the Education System: 
An Examination of the Training Needs of Title IX Coordinators  
Violence based on sex or gender is a well-established public health problem across many 
American institutions, including within business, the military, and education.  Best known 
estimates conclude that one in five women is likely to be sexually assaulted on a college campus, 
and similar rates exist for girls the ages of fourteen and seventeen (Centers for Disease Control, 
2012; Finkelhor, Turner, Ormrod, Hamby, & Kracke, 2009; Karjane, Fisher, & Cullen, 2002; Krebs, 
Lindquist, Warner, Fisher, & Martin, 2007; White House Task Force to Protect Students from 
Sexual Assault, 2014).  Under Title IX of the Education Amendments of 1972, school 
administrators are required to respond and investigate when a disclosure related to sexual 
violence is made.  According to Title IX policy, all school districts, colleges, and universities that 
receive federal financial assistance must identify at least one employee to serve in the role of 
Title IX coordinator (though some institutions opt to develop a Title IX team, if economic and 
political resources allow for it).  Title IX coordinators are charged with overseeing these 
processes, but also with identifying persistent patterns or systemic issues within the institution 
which may be associated with sexual violence (United States Department of Education, 2014).  
Despite the requirement to investigate these cases, a United States Senate 
subcommittee (Chaired by Senator Claire McCaskill) found that “about 41% of schools in a 
national sample reported not having conducted a single investigation in the past five years” (U.S. 
Senate Subcommittee on Financial and Contracting Oversight, 2014).  The committee also found 
that 9% of schools in the national sample conducted fewer investigations of forcible and non-
forcible sexual offenses in the past five years than they reported to the Department of 
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Education.   There has been a 1400% increase in the number of sexual violence complaints filed 
within postsecondary education between 2009 and 2015 (U.S. Department of Education, Office 
for Civil Rights, 2016).  Within those same years, elementary education and secondary education 
saw an alarming 500% increase in the number of complaints reaching the federal level. These 
are institutions under review by the federal government due to alleged failure to respond 
according to Title IX policy.  
The Office for Civil Rights (OCR) has speculated that poor training among Title IX 
coordinators is a growing problem.  There is no standard or consistent method of training 
individuals to become Title IX coordinators, but proper training is crucial for schools who wish to 
avoid being found in violation, not to mention those who wish to establish safety and justice for 
students.  In 2015, OCR released a Dear Colleague Letter (DCL) with the goal of highlighting the 
importance of the Title IX coordinator role and identifying the problem of inadequate training 
for Title IX coordinators across the country (U.S. Department of Education, Office for Civil Rights, 
2015).  The letter argues that “some of the most egregious and harmful Title IX violations occur 
when a recipient fails to designate a Title IX coordinator or when a Title IX coordinator has not 
been sufficiently trained or given the appropriate level of authority to oversee the recipient’s 
compliance with Title IX” (U.S. Department of Education, Office for Civil Rights, 2015, p. 1). 
The United States Department of Education’s Office for Civil Rights has published 
materials to guide the work of Title IX coordinators, and supplemented materials have been 
created to make recommendations for training and appropriate responses to gender-based 
violence.  However, Title IX policy does not specifically mandate any criteria for hiring and 
training Title IX coordinators, let alone the vast number of responsible employees at every 
academic institution who will come face-to-face with matters of gender-based violence.   
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Without the proper training and supervision, campuses may unintentionally promote 
victim-blaming, encourage shame, and foster an environment in which traumatic symptoms are 
judged, rather than healed.  A National Institute of Justice study (2002) found that only 40% of 
schools offer any sexual violence training at all, and those who do, usually offer it only for 
undergraduate Resident Advisors (or Resident Assistants) who work within college residence 
halls.  About half of the schools who offer training in sexual violence take time to train their 
faculty and staff about sexual violence procedures and policies.  Surprisingly, only two out of five 
schools reported having trained security personnel, who are the ones very likely to be contacted 
in the case of a violent incident (Karjane, Fisher, & Cullen, 2002).  
Research Question 
The primary research question was: What are the training needs of Title IX 
coordinators?  The research question was answered by Title IX coordinators themselves, who 
participated in qualitative interviews about their work. 
Purpose of the Study 
Title IX coordinators are often failing to meet federal guidelines to keep students, 
faculty, and staff safe in their communities.  The purpose of this study is to make 
recommendations for how to strengthen Title IX to better support students, faculty, staff, and in 
particular, to support Title IX coordinators, themselves.  The ultimate goal is to advance health 
and social policy that will reduce the systemic disadvantages faced by students in educational 
settings by addressing the deep trauma that is part of the fabric of American culture.   
Methods 
Thirty-five Title IX coordinators from across the United States were recruited between 
September 2016 and December 2016.  The participants were recruited through a publicly 
available list of Title IX coordinator email addresses (found at the Office for Civil Rights website: 
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https://www.ed.gov/civ-rts-coordinators).  A recruitment email was sent to approximately 2,000 
Title IX coordinators from states across the USA.  A quota sampling method was used that 
sought representation from a minimum of 15 elementary and secondary schools (n=15), and a 
minimum of 15 institutes of higher education (n=20).  Within the group of schools that 
represent higher education, the sample was stratified by the type of role the Title IX coordinator 
holds within the institution.  Some educational institutions invest the resources in a full-time 
Title IX coordinator, who does not serve multiple roles within the school.  For the purposes of 
this project, a full-time Title IX coordinator is labeled a “designated Title IX coordinator.”  Other 
educational institutions either do not or cannot have a full-time Title IX coordinator without 
asking the individual to also serve in a variety of roles at the school.  I sought an even split 
between designated and non-designated Title IX coordinators (which, again, does not 
necessarily represent the national landscape, which is an unknown figure). 
Additional eligibility criteria for the study included the following:  Currently employed at 
a school that receives some public funding (either K-12 or higher education) in the United 
States, where the student body is co-educational, and serves as the Title IX coordinator at the 
institution.  The participants had to be currently employed at an educational institution that 
receives some public funding because, otherwise the institution would not be bound to Title IX 
requirements.   
The exclusion criteria included: Former (but not current) Title IX coordinators and 
employees at an institution that serves only female students.  The participants had to be 
working in a co-educational environment because gender-based violence is more prevalent in 
those environments, and therefore, the participants may have had more experience with the 
intricacies and complexities of Title IX policy. 
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For potential participants who met the inclusion criteria, the selection and enrollment 
process took place in order of identification.  Over the phone, participants were asked for verbal 
consent to be interviewed and audio-recorded.  The semi-structured interview took place on the 
phone immediately following the consent process.  Interviews lasted approximately 60 minutes.  
Of the 2,000 emailed, there were 40 responses, 35 of which completed the interview. 
All interviews were audio recorded and transcribed by hand.  Each participant received 
his or her own transcribed interview to review for accuracy.  They were also invited to retract 
any statements with which they were no longer comfortable.  Participants were given two 
weeks to complete this process.  Twenty-three participants took advantage of the opportunity 
to review the interview, and the remaining twelve never responded to the invitation to review.  
Of the twenty-three who did review the transcript, sixteen participants approved their interview 
with no changes, and seven participants opted to make edits.  As a result of the editing process, 
several powerful quotes were eliminated from the data set, but because other participants 
expressed similar views, the retractions did not change the analysis any significant way.   
Institutional Review board approval was granted by Drexel University. 
Data Collection 
To initiate the interview, participants were asked a series of demographic questions.  
The questions were aimed at understanding the demographics of the participants themselves, 
but also the demographics of the schools in which they are employed.  Following the 
demographics, participants were asked about how they became a Title IX coordinator, what kind 
of training they have received, and what kind of training they would have liked to receive.  They 
were also asked about barriers to obtaining training, and they were prompted to speak about 
their relationships (if any) with the Office for Civil Rights.  Generally, the interviews lasted about 
one hour, over the phone.  They were audio recorded and transcribed.   
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Data Analysis 
Interview transcripts were managed through NVivo, a qualitative research software 
program.  Transcripts were analyzed in three stages.  First, the two primary researchers each 
reviewed eight transcripts (with some transcripts overlapping) to develop a scheme of five 
primary codes and twenty-four sub-codes.  The transcripts were chosen based on their richness 
of data.  Secondly, a sample of eleven transcripts were sent to two additional team members, 
along with the scheme of codes for review.  Those team members had the opportunity to 
comment on the appropriateness of the codes and to make edits.  Based on the feedback, the 
scheme of codes was reorganized to be two themes (training and challenges unrelated to 
training), nine codes, and sixteen sub-codes.   
Finally, one researcher coded all thirty-five transcripts with the agreed-upon set of 
codes.  Through constant comparative analysis the data was organized into themes and 
subthemes using a content analysis approach.  The quality and frequency of coded quotations 
were assessed for each code.  Although the transcripts are identifiable as coming from the K-12 
environment or higher education, data from all interviews were coded using the same scheme 
because the themes were largely the same.  
All names are pseudonyms, generally chosen by the participant, but in some cases 
edited by the researcher for the suitability of academic research.  During the transcription 
process, tone of voice may have been conveyed by all capital letters, if a particular words was 
heavily emphasized.  If a participant spelled a word it was transcribed with dashes between 
letters.  For example, if a participant has verbally spelled the word “yes”, it was transcribed as Y-
E-S.  Ellipses with […] denote minor deletions that do not affect meaning; words or phrases 
within brackets denote that something has been removed to protect the confidentiality of the 
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participant.  The results of the data analysis were reported in three papers (attached 
separately).  The titles of the three papers are:  
 Title IX Training Resources Currently Available: A Call for Unity, Clarity, and Support for 
Title IX Coordinators across the United States 
 It’s “Just for Show”: Title IX Coordinators’ Perceived Barriers to Training and Professional 
Development 
 “Under-trained and over-whelmed”: Current Practices for Training Title IX Coordinators 
and Recommendations for the Future 
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Abstract 
Under Title IX of the Educational Amendments of 1972, all schools that receive public 
funding (elementary, secondary, and post-secondary) are required to respond and investigate 
when a member of the community (student, faculty, or staff) discloses sexual harassment, 
assault, or rape, but reports by the media and scholars depict a chaotic and inconsistent 
response by educational leadership.  A search was performed to better understand how 
educational administrators are trained to manage these cases. The search revealed that there is 
no empirical evidence available to support “best practices” in training of Title IX coordinators, 
there is a lack of government support for training, there are too few cost-effective options, 
there is a lack of resources tailored to the elementary school and secondary school 
environments, and there is an overall focus on legal compliance over victim-centered services.  
The results reveal a need for better clarity for Title IX coordinators, and present an opportunity 
for Title IX coordinators across the United States to unite and demand better support from 
administrators within their institutions, as well as from the government.   
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Title IX Training Resources Currently Available:  
A Call for Unity, Clarity, and Support for Title IX Coordinators across the United States 
Gender-based violence is complicated to measure because there is no standard 
definition of the term, it remains grossly underreported, and because data is not consistently 
collected, but based on the best known estimates, one in five women is likely to be sexually 
assaulted on a college campus (Centers for Disease Control, 2012; Finkelhor, Turner, Ormrod, 
Hamby, & Kracke, 2009; Karjane, Fisher, & Cullen, 2002; Krebs, Lindquist, Warner, Fisher, & 
Martin, 2007; White House Task Force to Protect Students from Sexual Assault, 2014).  Despite 
the media’s heavy focus on the violence taking place at colleges and universities, the public 
health problem of gender-based violence is not limited to higher education.  In fact, twenty 
percent of girls between the ages of fourteen and seventeen have been victims of sexual assault 
or attempted sexual assault, and twenty percent of high school females report exposure to 
dating violence (Finkelhor, Turner, Ormrod, Hamby, & Kracke, 2009; Vagi, O'Malley, Basile, & 
Vivolo-Kantor, 2015).  During the 2007-2008 academic school year, there were 800 reported 
incidents of rape and attempted rape and 3,800 reported incidents of other sexual batteries at 
public high schools alone (Ali, 2011).  Eighty-one percent of students report sexual harassment 
in our nation’s elementary and secondary schools, and one half of all female survivors of rape 
report that their attack occurred before the age of eighteen (A Report of the National Coalition 
for Women and Girls in Education, 2002; White House Council on Women and Girls, 2014).   
Under Title IX of the Educational Amendments of 1972, school administrators are 
required to respond and investigate when a disclosure of this nature is made, even if the alleged 
incident occurred away from the school property.  The law further indicates that every 
educational institution must have a designated Title IX coordinator, who is responsible for 
leading the effort to meet federal guidelines (United States Department of Education, 2014).  
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Despite the requirement that educational institutions designate a Title IX coordinator, the 
prevalence of sexual violence remains unchanged (Bidwell, 2015; Harris, 2015).   
Despite how widespread sexual violence is, a United States Senate subcommittee 
(Chaired by Senator Claire McCaskill) found that “about 41% of schools in the national sample 
reported not having conducted a single investigation in the past five years” (U.S. Senate 
Subcommittee on Financial and Contracting Oversight, 2014).  This raises a lot of questions.  
Could it be that colleges are not aware of these cases because of low reporting on the part of 
victims?  The subcommittee compared the number of reported investigations to the number of 
sexual assaults reported by the institutions.  They found that 9% of schools in the national 
sample conducted fewer investigations of forcible and non-forcible sexual offenses in the past 
five years than they reported to the Department of Education.  Is it possible that universities do 
not realize they have a responsibility to respond and investigate, or that they lack confidence in 
their ability to respond effectively?  Regardless, it seems that proper training could address 
these potential roadblocks.  With quality training and professional development for faculty and 
staff, students might feel more prepared to report sexual violence, and employees might feel 
more confident in their ability to react within the expectations of Title IX policy.   
In April of 2015, Office for Civil Rights (OCR) released a Dear Colleague Letter (DCL) with 
the goal of highlighting the importance of the Title IX coordinator role and identifying the 
problem of inadequate training for Title IX coordinators across the country (U.S. Department of 
Education, Office for Civil Rights, 2015).  Specifically, the letter stated, “Recipients must ensure 
that their Title IX coordinators are appropriately trained and possess comprehensive knowledge 
in all areas over which they have responsibility in order to effectively carry out those 
responsibilities” (p. 6).  Regarding the contents of the training, the DCL stated, calls for trainings 
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that will, “explain the different facets of Title IX, including regulatory provisions, applicable OCR 
guidance, and the recipient’s Title IX policies and grievance procedures” (p. 6).  The letter goes 
on to recommend on-going and consistent training, even for experienced Title IX coordinators 
because the laws, regulations, and OCR guidance may be updated.  The letter argues that “some 
of the most egregious and harmful Title IX violations occur when a recipient fails to designate a 
Title IX coordinator or when a Title IX coordinator has not been sufficiently trained or given the 
appropriate level of authority to oversee the recipient’s compliance with Title IX” (U.S. 
Department of Education, Office for Civil Rights, 2015, p. 1). 
In 2015, data reported to the President and Secretary of Education indicated that 2,939 
Title IX-related complaints were raised to OCR (this includes complaints unrelated to sexual 
harassment and violence) (U.S. Department of Education, Office for Civil Rights, 2016).  Also 
from the same 2015 report, OCR identified that issues related to “Sexual/ Gender Harassment/ 
Sexual Violence” made up 18% of those complaints (536 total).  Most noteworthy, however, was 
that OCR has seen a 1400% increase in the number of sexual violence complaints filed within 
postsecondary education between 2009 and 2015 (see Table 1).  To be clear, this is an increase 
in the number of institutions under review by the federal government due to alleged failure to 
respond according to Title IX policy.  Within those same years, there was a 500% increase in the 
number of complaints related to elementary education and secondary education.  Again, these 
figures represent the frequency with which the incidents are mismanaged and out of 
compliance with Title IX policy.    
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Table 1. Number of Sexual Violence Complaints Filed with Office for Civil Rights, 2009-2015 (U.S. 
Department of Education, Office for Civil Rights, 2016).  
 
Year 2009 2010 2011 2012 2013 2014 
 
2015 % Increase between 
2009-2015 
Elementary 
School and 
Secondary 
School 
11 24 24 15 31 22 65 
 
Approximately 500%  
Post-
Secondary 
School 
11 11 16 16 33 106 
 
164 
 
Approximately 1400%  
Total  22 35 40 31 64 128 229 
 
Approximately 950%  
 
 
 
OCR claims that one of their biggest challenges related to Title IX is the inadequate 
training of Title IX coordinators, who respond to cases of gender-based violence in schools (U.S. 
Department of Education, Office for Civil Rights, 2015).  There is no standard or consistent 
method of training individuals to become Title IX coordinators, but proper training is crucial for 
schools who wish to avoid being found in violation, not to mention those who wish to establish 
safety and justice for students.  The following paper provides a review of the literature regarding 
training for Title IX coordinators.  The search of the resources currently available to support and 
train Title IX coordinators revealed that there is very little empirical evidence available to 
support “best practices” in training of Title IX coordinators, there is a lack of government 
support for training, there are too few cost-effective options, there are no options available that 
are tailored to the elementary school and secondary school environments, and there is an 
overall focus on legal compliance over trauma-informed and evidence-based practice.   
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Background Information  
Under Title IX, sex discrimination includes sexual violence, defined as “physical sexual 
acts perpetrated against a person’s will or where a person is incapable of giving consent” (Ali, 
2011).  Based on this definition, the following acts are prohibited under Title IX, and require a 
response from the school: rape, sexual assault, sexual battery, sexual abuse, and sexual 
coercion.  An educational institution is required to respond to sexual violence when it creates a 
“hostile environment,” defined as an environment in which “the conduct is sufficiently serious 
that it interferes with or limits a student’s ability to participate in or benefit from the school’s 
program” (Ali, 2011, p. 3).  
In 2011, OCR released a Dear Colleague Letter (DCL) to highlight the inclusion of campus 
sexual assault under Title IX policy and it intended to reduce any ambiguity there may have been 
about a school’s responsibility with regard to gender-based violence (Ali, 2011).  While it had 
been commonly understood that sexual assault was a widespread problem in higher education, 
the 2011 DCL released data from the 2007-2008 academic school year, which indicated that 
there were 800 reported incidents of rape and attempted rape and 3,800 reported incidents of 
other sexual batteries at high schools in the United States.   
Recipients are held to the following three procedural requirements: 1) The school must 
disseminate a notice of nondiscrimination, 2) The school must designate at least one employee 
to coordinate its efforts to comply with and carry out its responsibilities under Title IX, and 3) 
The school must adopt and publish grievance procedures providing for the prompt and 
equitable resolution of student and employee sex discrimination complaints.  These 
requirements apply to all forms of sex discrimination and are particularly important for 
preventing and effectively responding to sexual violence (United States Department of 
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Education, 2014).  Schools are required to respond to disclosures related to sexual violence with 
an investigation, use interim measures to protect the safety of the complainant, make available 
resources (such as victim advocacy, housing assistance, academic support, mental health 
services, and legal assistance), and apply remedies when an accused perpetrator is found 
responsible for sexual violence (United States Department of Education, 2014).  
According to a statement issued by the Department of Education (2014), “A school 
violates a student’s rights under Title IX regarding student-on-student sexual violence when the 
following conditions are met: (1) The alleged conduct is sufficiently serious to limit or deny a 
student’s ability to participate in or benefit from the school’s educational program, i.e. creates a 
hostile environment; and (2) The school, upon notice, fails to take prompt and effective steps 
reasonably calculated to end the sexual violence, eliminate the hostile environment, prevent its 
recurrence, and, as appropriate, remedy its effects” (p. 1). 
According to Title IX policy, all school districts, colleges, and universities that receive 
federal financial assistance must identify at least one employee to serve in the role of Title IX 
coordinator (though some institutions opt to develop a Title IX team, if economic and political 
resources allow for it).  Title IX coordinators are charged with overseeing these processes, but 
also with identifying persistent patterns or systemic issues within the institution which may be 
associated with sexual violence.  In that regard, the school should ensure that the Title IX 
coordinator is given the “training, authority, and visibility necessary to fulfill these 
responsibilities” (United States Department of Education, 2014).  
The 2015 Dear Colleague Letter (U.S. Department of Education, Office for Civil Rights) 
was dedicated to clarification of the Title IX coordinator role and made several 
recommendations for best practices in the establishment of the Title IX coordinator role.  
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Specifically, the 2015 DCL reminded educational institutions that the Title IX coordinator is 
responsible for educating students and members of the school community about sexual 
discrimination policies and procedures, monitoring outcomes related to sexual discrimination 
and violence, uncovering patterns of sexual discrimination incidents, assessing the campus 
climate related to sexual discrimination.  Furthermore, in many cases, it is also the Title IX 
coordinator who is responsible for receiving complaints, investigating complaints, and resolving 
complaints. The Title IX coordinator role is broad, but crucial, and requires comprehensive and 
ongoing diligent training.   
The United States Department of Education’s Office for Civil Rights has published 
materials to guide the work of Title IX coordinators, and supplemented materials have been 
created to make recommendations for training and appropriate responses to gender-based 
violence.  However, Title IX policy does not specifically mandate any criteria for hiring and 
training Title IX coordinators, let alone the vast number of responsible employees at every 
academic institution who will come face-to-face with matters of gender-based violence every 
day in the United States.   
Without the proper training and supervision, campuses may unintentionally promote 
victim-blaming, encourage shame, and foster an environment in which traumatic symptoms are 
judged, rather than healed.  For example, in a study of children in elementary and secondary 
educational settings, students who reported sexual harassment were likely to receive the 
following reactions from school employees: 1. Told to go to authorities or parents, 2. Told it was 
a joke or were laughed at, 3. Told “don’t worry about it, it’s not a big deal, forget about it” (A 
Report of the National Coalition for Women and Girls in Education, 2002, p. 128). These 
responses are dismissive and disempowering at best, but re-traumatizing and cruel at worst.  
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Acts of harassment, discrimination, or abuse can distract from learning, inhibit social 
growth, and even result in symptoms of trauma.  Trauma occurs when a person’s regular coping 
mechanisms are overwhelmed by a particular threat (regardless of whether that threat is a 
single event or something that causes more on-going stress) (Center for Nonviolence and Social 
Justice, 2015).  One study asked students (in eighth through eleventh grade) to describe their 
own behavior following sexual harassment in school, and students reported: avoiding exposure 
to the perpetrator, talking less in class, avoiding school completely, changing seats in class, and 
difficulty paying attention in class (A Report of the National Coalition for Women and Girls in 
Education, 2002, pp. 125-126).  In this case, researchers found that the children’s regular 
behaviors and coping strategies were altered, leading to a disruption in learning and social 
growth.     
Title IX coordinators rarely get any thorough training in trauma or trauma-informed 
practice.  At an individual level, a trauma-informed approach emphasizes safety, choice, 
trustworthiness, collaboration, and empowerment (Federal Partners Committee on Women and 
Trauma, 2013).  Beyond supporting individuals, trauma-informed practice can be implemented 
at an institutional level by transforming organizational and institutional policies and procedures.  
Title IX coordinators can avoid victim blaming and retraumatization by developing all programs, 
policies, and campaigns through a trauma-informed lens.   
A National Institute of Justice study (2002) found that only 40% of schools offer any 
sexual violence training at all, and those who do, usually offer it only for undergraduate 
Resident Advisors (or Resident Assistants) who work within college residence halls.  About half 
of the schools who offer training in sexual violence take time to train their faculty and staff 
about sexual violence procedures and policies.  Surprisingly, only two out of five schools will 
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train security personnel, who are the ones very likely to be contacted in the case of a violent 
incident (Karjane, Fisher, & Cullen, 2002). Now that the Trump administration is beginning to 
loosen guidelines, there is less clarity than there once was. It is even more important than ever 
that Title IX coordinators take it upon themselves to advocate for better training.   
Methods  
A search for peer-reviewed journal articles was conducted (July 2017) using online 
research databases.  An additional search was performed to explore the grey literature that 
contains articles, websites, and reports related to training and accountability.  The purpose of 
this search was to capture information available to anyone who might perform a basic search 
using Google, or their campus library.  This was key to the research question, which was “What 
training resources are available to Title IX coordinators?” 
First, the following search terms were used to search the Drexel University Library 
databases: “Title IX” in the title and “Training” in are field (title, subject terms, body of the 
article, etc.), excluding “sport” (and all derivatives of it), “athletic” (and all derivatives of it), 
“coach” (and all derivatives of it), “science,” and “math.”  These terms were excluded because 
they are not relevant to the research question, yet they are highly prevalent in the Title IX 
literature.  
The search was limited to scholarly articles published between 2011 and 2017.  2011 is a 
significant year because the 2011 “Dear Colleague Letter” was released by the Office for Civil 
Rights.  The “Dear Colleague Letter” refers to guidance released by the Department of 
Education.  This particular guidance (from 2011) was pivotal in the evolution of Title IX.  Before 
2011, many schools did not even have a Title IX coordinator, and the law was not widely 
understood to include gender-based violence (only discrimination, and primarily in athletics).  By 
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focusing on this crucial time period, the results were reduced down to only fifteen articles.  The 
articles were sorted to further exclude irrelevant topics such as those related to equity in sports, 
but not about training Title IX coordinators to address violence and trauma.  Nine articles were 
maintained from the search.   
 
 
Figure 1. Search Results: Scholarly Articles  
 
 
 
A search for websites and government documents was performed using the search term 
“Title IX Training” in a Google search box.  After the first fifty results, the websites began to 
repeat themselves (including specific pages from the same site).  For that reason, the search was 
limited to the first fifty results.  From the first fifty results, websites that were irrelevant to the 
research question were eliminated.  All websites that were intended for use by a specific college 
were eliminated.  After that, sixteen websites remained from the original fifty that were 
reviewed.   
 
Articles found using search terms listed above 
and limited it to 2011-2017 (n=15)
Records after removing those 
focused on sports and other 
irrelavant topics (n=9)
Removed for being 
irrelavant (n=6)
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Figure 2. Search Results: Basic Internet Search  
 
 
 
Results 
Table 2 shows the results from the online research databases.  It is important to note 
that this search does not reflect all literature related to Title IX, but was focused specifically on 
Title IX training practices.  There is empirical research related to Title IX, but unrelated to this 
research question.  Table 3 shows the results of the Google search.  The results are organized 
and identified as “For Profit”, “Not for Profit”, “Government”, etc.  The table also reveals the 
overall focus of the training workshop, webinar, or informational resource.  Some are 
designated as compliance-focused, which indicates that the training primarily teaches 
participants how to comply with governmental regulations.  Some resources are designated as 
“victim-centered”, which indicates that the training may cover topics beyond basic compliance, 
such as trauma, helping skills, cultural sensitivity, etc.  
 
 
 
Records identified using initial search terms (only first 50 retained 
because results were repetitive after the first 50)
Records identified after irrelevant 
items removed (n=16)
Removed because it was 
irrelevant or specific to a signle 
institution (n=36)
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Table 2. Results from Online Research Databases.   
 Title of Article (Full source listed in references) 
1 “The Strange Career of Title IX” (Carle, 2016) 
2 “Trauma-Informed Response in the Age of Title IX: Considerations for College Counselors 
Working with Survivors of Power-Based Personal Violence” (Conley & Griffith, 2016) 
3 “The Case in Favor of OCR’s Tougher Title IX Policies: Pushing Back Against the Pushback” 
(Edwards, 2015) 
4 “Sexual Violence in and Around the Classroom”  (Graybill & Minister, 2017) 
5 “It Happens to Girls all the Time: Examining Sexual Assault Survivors’ Reasons for Not Using 
Campus Supports” (Holland & Cortina, 2017) 
6 “Campus Sexual Misconduct: Restorative Justice Approaches to Enhance Compliance with Title 
IX Guidance” (Koss & Wilgus, 2014) 
7 “A Feminist Analysis of Campus Sexual Assault Policies: Results from a National Sample” 
(Richards & Branch, 2017) 
8 “Reactive to Proactive: Title IX’s Unrealized Capacity to Prevent Campus Sexual Assault” 
(Silbaugh, 2015) 
9 “Title IX and the State of Campus Sexual Violence in the United States: Power, Policy, and Local 
Bodies” (Wies, 2010) 
 
 
 
 
Table 3. Results from Google Search (in order of appearance when the search was performed in 
July 2017) 
 Reference Focus: Type of Source: 
1 Campus Answers  
www.campusanswers.com 
Compliance  For Profit 
2 Safe Colleges  
www.safecolleges.com  
Compliance  For Profit 
3 Get Inclusive  
www.getinclusive.com 
Victim-centered For Profit 
4 Cypherworx 
www.cypherworx.com 
Compliance For Profit 
5 ATIXA 
www.atixa.org 
Victim-centered 
Compliance 
Non Profit  
6 NACUA 
www.nacua.org 
Compliance Non Profit  
Continuing Ed for 
Lawyers 
7 Campus Clarity 
www.campusclarity.com 
Compliance  For Profit 
8 Know Your Title IX 
https://www.knowyourix.org/  
Not for training Non Profit 
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9 CUPAHR 
www.cupahr.org 
Compliance  Non Profit 
10 NCHERM 
www.ncherm.org 
Victim-centered 
Compliance 
For Profit  
Law Firm 
11 Stafford and Associates  
www.dstaffordandassociates.com 
Compliance For Profit  
Law Firm 
12 EDUrisk Solutions  
www.edurisksolutions.org/titleix 
Compliance For Profit  
Insurance Company 
13 The Clery Center Victim-centered 
Compliance 
Non Profit  
14 United States Department of Education Office for 
Civil Rights 
https://www2.ed.gov/about/offices/list/ocr/docs/qa-
201404-title-ix.pdf 
Compliance Government 
15 Magna Pubs: Title IX Compliance Institute 
https://www.magnapubs.com/title-ix-institute-2016/  
Compliance  For Profit  
16 Syntrio  
www.syntrio.com  
Compliance For Profit 
 
 
 
Discussion 
Several themes emerged from the literature review.  The following section will describe 
five key themes: Lack of evidence, lack of government support, lack of cost-effective options, 
lack of options for those who work in K-12, and focus on legal compliance over victim-centered 
services and sensitivity.   
Lack of evidence.  The search revealed that there is no empirical evidence to support 
best practices for training Title IX coordinators.  There are no scientific studies pointing 
practitioners toward training content or strategies found to be effective at improving work 
performance for Title IX coordinators.  The literature does not include empirical research which 
measured outcomes of training modalities.   
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This is relevant because Title IX coordinators already have to make a strong case for 
budget dollars to be allocated to training and professional development.  Thus, without 
evidence that training is effective at reducing violence on campus, or even reducing federal level 
investigations, it is difficult to make that case to administrators.  If the federal government 
allocated more tax dollars to research grants related to Title IX training and job preparation, it 
may ultimately reduce the burden on the Office of Civil Rights to investigate all of the 
mismanaged cases.   
Lack of government support. The search also exposed the lack of government resources 
and guidance. As it currently stands, the Department of Education strongly recommends 
“appropriate training” for Title IX coordinators, and even makes some recommendations for 
training, but neglects to provide the necessary support that proper training would require (U.S. 
Department of Education, Office for Civil Rights, 2015, p. 2).  OCR has the capacity to provide 
what they call “technical assistance” and even boasts that they provided 120 technical 
assistance sessions related to Title IX in 2015, many of which were targeted to specific school 
districts.  For example, OCR reports that one of their “sessions” was delivered to the Oregon 
Department of Education.  Although it is certainly helpful to provide this kind of guidance and 
support, 120 sessions reach a small fraction of school districts, colleges, and universities across 
the United States.  Assuming that the 120 sessions were each delivered to unique institutions or 
districts (rather than repeated sessions at the same district or institution), OCR provided 
assistance to 0.1% of all institutions of education (calculated as a fraction of 105, 327, which 
represents 98,176 public elementary and secondary schools and 7,151 public colleges and 
universities) (United States Department of Education, 2016).  It is imperative that OCR be more 
visible and available for the 99.9% of institutions that do not receive technical assistance each 
year.  
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In 2001, a time when half of the states still had no employee designated to coordinate 
Title IX compliance (as was required by law), the Office for Civil Rights published guidelines for 
schools to use as a resource as they implemented Title IX requirements related to gender-based 
violence.  The guidelines recommended training for Title IX coordinators within every school, 
but neglected to specify the type of training necessary, and left it to the individual institutions to 
define the training need, seek out training resources, financially support the training, and 
measure the success of the training.  To date, there is no empirical evidence that these 
guidelines were effective in improving the training and preparedness of Title IX coordinators.  
Nor is there a mention of minimum number of hours required for training.  The individual 
schools get to determine the Title IX coordinator’s training needs, as well as how to assess the 
effectiveness of the training (United States Department of Education, 2014, p. 39).   
In addition to failing to mandate training and credentialing for Title IX coordinators, 
OCR’s recommendations rely heavily on the promotion of legal knowledge, rather than student-
centered trauma-informed intervention skills.  For example, OCR writes, “the training should 
explain the different facets of Title IX, including regulatory provisions, applicable OCR guidance, 
and the recipient’s Title IX policies and grievance procedures” (U.S. Department of Education, 
Office for Civil Rights, 2015, p. 6).  While there is a heavy focus on legal compliance, the needs of 
students who have been victimized, the science of trauma, cultural competency, and strategies 
for prevention are under-emphasized.    
In January 2014, President Obama addressed the nation and called for improved 
response to sexual violence in education following a series of very high profile incidents on 
college campuses across the United States (White House Council on Women and Girls, 2014). 
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Soon after, President Obama established the White House Task Force to Protect Students from 
Sexual Assault, led by Vice President Joe Biden.   
Importantly, the task force’s report lists three commitments related to proper training 
for school officials.  First, the task force committed that “by September 2014, the Justice 
Department’s Center for Campus Public Safety will develop a training program for campus 
officials involved in investigating and adjudicating sexual assault cases” (p. 13).  Secondly, the 
task force committed that “by June, 2014, the Justice Department’s Office on Violence Against 
Women will launch a comprehensive online technical assistance project for campus officials” (p. 
13).  Finally, the task force committed that “by December 2014, the Department of Education, 
through the National Center on Safe and Supportive Learning Environments, will develop 
trauma-informed training materials for campus health center staff” (p. 13).   However, a search 
of the website for the National Center on Safe and Supportive Learning Environments led to no 
identifiable resources related to trauma-informed practice.  Despite the stated commitments 
from the task force, it seems that quality training for Title IX coordinators remained a vague 
recommendation with little governmental enforcement in any practical way.  Educators are no 
stranger to certification, credentialing, and continuing education requirements.  It speaks 
volumes about our culture that an individual must be certified (and re-certified periodically) to 
teach math, but not to respond to trauma and violence among young people.    
Lack of cost-effective options.  The search identified primarily for-profit organizations 
as resources for training and development.  From these organizations, courses and certifications 
typically range from $500-$5000, plus the cost of travel.  It can be difficult, or even impossible, 
for some institutions to cover these high costs.  Because Title IX work does not directly generate 
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revenue, it is often challenging to convince administrators to financially support extensive 
training for staff.   
To allocate more money to properly handling these cases, or even preventing them, 
would be an acknowledgement that our money could be better spent preventing gender-based 
violence in education, rather than constantly responding to it. In the White House’s “Call to 
Action” report it was noted that “several studies have calculated the economic costs of a rape, 
accounting for medical and victim services, loss of productivity, decreased quality of life, and law 
enforcement resources.  Each used a slightly different methodology, but all found the costs to 
be significant: ranging from $87,000 to $240,776 per rape” (White House Council on Women 
and Girls, 2014, p. 2).   
The CDC estimates the lifetime cost of rape to be $122,461 per victim, which creates a 
population economic burden of nearly $3.1 trillion over victims’ lifetimes (including medical 
costs, loss of productivity, and criminal justice services) (Peterson, DeGue, Florence, & Lokey, 
2016).  Of that $3.1 trillion, the government pays approximately $1 trillion (32%).  If government 
dollars could be redirected toward training professionals to effectively handle and prevent cases 
of sexual violence, there is at least the potential for the government to save money.   
Lack of options for Title IX coordinators in elementary and secondary education.  
Regardless of the source of the training (for profit, government, etc.), there is a strong bias 
toward training for higher education, rather than primary or secondary education.  Colby Bruno, 
a senior legal counsel at the Victim Rights Law Center in Boston stated to Investigator Reporter, 
Tyler Kingkade, “However bad you think that a college campus’ lack of accountability is on these 
cases…I think go back 15 years before and that’s what you’re looking at for high schools” 
(Kingkade, 2016).  The review of scholarly articles and websites did not identify a single resource 
that was specific to elementary, second, and post-secondary education staff.   
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Although it is well-known that sexual assault is highly prevalent on college campuses 
(20% of college-aged women will experience sexual assault or rape), recent studies have 
exposed the high prevalence of sexual violence that occurs before students enter higher 
education (20% of girls between 14 and 17 will be victims of sexual assault or attempted sexual 
assault) (Krebs, Lindquist, Warner, Fisher, & Martin, 2007; White House Council on Women and 
Girls, 2014; Finkelhor, Turner, Ormrod, Hamby, & Kracke, 2009; Vagi, O'Malley, Basile, & Vivolo-
Kantor, 2015).   
Focus on legal compliance over victim needs   
Most website resources offered a training resource that was exclusively focused on 
compliance, rather than something that is more victim-centric, public health-oriented, or 
trauma-informed.  In fact, 25% of the websites identified were owned by law firms or insurance 
companies, and 69% of the training resources were focused primarily on compliance.  This fails 
to meet the recommendation publicized by The White House Task Force to Protect Students 
from Sexual Assault to promote trauma-informed interventions (approaches to working with 
individuals and groups who have been exposed to trauma).  For schools who wish to receive 
training in those areas, the options are scarce.     
Conclusion 
 OCR attributes the number of educational institution under investigation for alleged 
failure to meet Title IX requirements to poor training; hence, it seems appropriate to ask, “How 
could we better-prepare Title IX coordinators to do their work?” (U.S. Department of Education, 
Office for Civil Rights, 2016). Title IX coordinators, themselves, have only confirmed the 
Department of Education’s reported concern that coordinators are underperforming and unable 
to meet their job expectations adequately. Not only have they identified employee turnover and 
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geographic location as barriers to their professional grown, but Title IX coordinators have also 
stated that trainings – the expense, availability, and quality – are substantial roadblocks.  
 As Title IX is a policy that is in constant flux, it is imperative that high quality training and 
support is easily accessible for Title IX coordinators.  Rather, the Trump administration has taken 
steps to undo clarity that was released by the Obama administration. The 2011 Dear Colleague 
Letter aimed to clarify that educational institutions have a responsibility to respond to gender-
based violence under Title IX.  And on September 22, 2017, Secretary Betsy DeVos, of the 
Department of Education under the Trump administration, rescinded that letter. In her prepared 
comments, Secretary DeVos claimed, “Washington has burdened schools with increasingly 
elaborate and confusing guidelines that even lawyers find difficult to understand and navigate” 
(Svrluga, 2017).  Rather than increase clarity for Title IX coordinators, the Trump administration 
did the opposite by removing clarifying documents.  
 There is a 1400% increase (over the course of 6 years) in complaints related to sexual 
harassment and violence reaching the federal level. As a response to this statistic, the federal 
government should be strengthening Title IX policy and guidance to ensure that schools are 
managing the cases accordingly (U.S. Department of Education, Office for Civil Rights, 2016).  
Bolger and Brodsky (2017), from the Washington Post, said, “If schools are failing to live up to 
their legal obligations to accused students, the solution is for the Education Department to 
enforce those obligations, not undermine them.”  In DeVos’ 2017 Dear Colleague Letter, she 
rolled back Obama-era guidance. Nonetheless, she included a nod to the weight Title IX bears in 
our society, “In the forty-five years since the passage of Title IX, we have seen remarkable 
progress toward an educational environment free of sex discrimination. That progress resulted 
in large part from the vigorous enforcement of Title IX by the Office for Civil Rights at the 
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Department of Education. The Department remains committed to enforcing these critical 
protections and intends to do so consistent with its mission under Title IX to protect fair and 
equitable access to education” (Sokolow B. , 2017). Secretary DeVos must be held accountable 
for these statements by both staff and student advocates. 
 It may be, that this is the apropos time for Title IX coordinators to form a united front, 
so that they may demand better professional development, support, and funding.  If the 
government does not mandate stronger training, Title IX coordinators can demand it in the 
name of their profession and its reputation.  With the government making no effort to reinforce 
Title IX or empower gender equity advocates, students will be looking to universities, colleagues, 
and school districts across the United States to clarify their own stance on gender equity.  
Despite the Trump administration’s unsettling viewpoint on Title IX, students across the country 
know their rights.  They will insist their rights be heard and respected, whether the government 
supports them or not.   
 The Association of Title IX Administrators (ATIXA), a leader among Title IX trainers and 
consultants, released a statement in response to the Trump Administration’s rescission of the 
2011 Dear Colleague Letter.  In it, ATIXA stated, “ATIXA expects case law to fill any regulatory 
gap that may be left by OCR. Any school that de-prioritizes Title IX may quickly find itself on the 
wrong side of a federal judge, campus activists, or both – but certainly on the wrong side of 
history. This isn’t a hard-reset to the pre-2011 Title IX era, and should not be viewed or treated 
that way” (Sokolow B. , 2017).   
  The federal government has made its case that educational institutions, from 
elementary school to the university level, must be able and willing to manage the safety and 
security of students. Regrettably, there is a lack in resources available to support school 
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administrators as they attempt to comply with federal standards, while meeting the needs of 
their students, faculty, and staff.  The need for Title IX advocacy is at an all-time high.  If Title IX 
coordinators and passionate students consolidated their efforts to demand these 
improvements, continued progress toward gender equity and social justice in education can be 
made.   
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Abstract 
This paper is the result of qualitative interviews with Title IX coordinators across the 
United States.  Upon embarking on this research, the primary question was “What are the 
training needs of Title IX coordinators?” Methods: Researcher conducted semi-structured 
qualitative interviews with 35 Title IX coordinators across the United States (including both K-12 
environments, as well as higher education).  Participants represented 18 states, including urban, 
rural, and suburban environments.  Interview transcripts were coded for thematic meaning.  The 
data revealed that Title IX coordinators feel undervalued, unsupported, and ill-equipped to do 
their work.  Specifically, the participants identified that their training was either too brief, or in 
some cases, nonexistent.  They identified five primary barriers to their ability to obtain stronger 
training: geographic location, employee turnover, expenses of training, training availability, and 
training quality as barriers to their professional growth.  Recommendations for the removal of 
barriers include: stronger guidance from the Department of Education, increase of funding for 
Title IX professional development, and unity among Title IX coordinators who can advocate for 
better training and preparation to do their work.   
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It’s “Just for Show”:  
Title IX Coordinators’ Perceived Barriers to Training and Professional Development 
Enforced by the Department of Education’s Office for Civil Rights (OCR), Title IX of the 
Education Amendments of 1972 prohibits sexual discrimination in any educational institution 
receiving federal funding (including both public and private schools, as well as elementary, 
secondary, and post-secondary institutes of education).  Title IX also requires that schools 
designate an employee as the Title IX coordinator, to manage the prevention of and response to 
gender-based discrimination and violence.  Despite this advancement in our educational policy, 
national headlines remain dominated by allegations of sexual discrimination, sexual harassment, 
and sexual violence in our nation’s educational institutions (Bidwell, 2015; Harris, 2015).  
Unfortunately, even well-meaning educational institutions are failing to meet the standards set 
by the federal government, and the success and safety of our nation’s youth may be at risk.   
The Office for Civil Rights (OCR) asserts that all students should have access to education 
without fear for their safety, but as long as women and girls are exposed to a hostile 
environment in education, social justice will not be realized (U.S. Department of Education, 
Office for Civil Rights, 2015).  And even though sexual violence is widely accepted as a public 
health problem effecting one in five young women in our nation’s educational institutions, a 
2014 review of campus responses to sexual assault revealed that 41% of schools had not 
conducted a Title IX-related investigation at all in the past five years (U.S. Senate Subcommittee 
on Financial and Contracting Oversight, 2014).  The same study revealed that that 9% of schools 
in the sample conducted fewer investigations sexual offenses in the past five years than they 
reported to the Department of Education.   
In January 2014, President Obama addressed the nation and made a call for improved 
response to sexual violence in education following a series of very high profile incidents on 
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college campuses across the United States (White House Council on Women and Girls, 2014). 
Soon after, President Obama established the White House Task Force to Protect Students from 
Sexual Assault, to be led by Vice President Joe Biden.  The task force quickly produced the report 
“Not Alone,” which noted the importance of trauma-informed interventions (approaches to 
working with individuals and groups who have been exposed to trauma), and led to the 
development of www.NotAlone.gov, an internet resource for schools and students (White 
House Task Force to Protect Students from Sexual Assault, 2014).  Currently, the website serves 
as an access point for government documents related to Title IX, and a list of nationally-known 
resources where people can learn more.  
Importantly, the task force’s report lists three commitments related to proper training 
for school officials.  First, the task force committed that “by September 2014, the Justice 
Department’s Center for Campus Public Safety will develop a training program for campus 
officials involved in investigating and adjudicating sexual assault cases” (p. 13).  Secondly, the 
task force committed that “by June, 2014, the Justice Department’s Office on Violence Against 
Women will launch a comprehensive online technical assistance project for campus officials” (p. 
13).  Finally, the task force committed that “by December 2014, the Department of Education, 
through the National Center on Safe and Supportive Learning Environments, will develop 
trauma-informed training materials for campus health center staff” (p. 13).   However, a search 
of the website for the National Center on Safe and Supportive Learning Environments led to no 
identifiable resources related to trauma-informed practice.  Despite the stated commitments 
from the task force, it seems that quality training for Title IX coordinators remained a vague 
recommendation with little governmental enforcement in any practical way.  
As recently as April of 2015, Office for Civil Rights (OCR) released another Dear 
Colleague Letter (DCL) with the goal of highlighting the importance of the Title IX coordinator 
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role and identifying the problem of inadequate training for Title IX coordinators across the 
country (U.S. Department of Education, Office for Civil Rights, 2015).  OCR acknowledges that 
training for Title IX coordinators is important, and OCR acknowledges that training has been a 
challenge, and yet the law does not require any specific training for individuals who take on this 
responsibility (U.S. Department of Education, Office for Civil Rights, 2015). The 2015 Dear 
Colleague Letter did however make a strong recommendation for better training, indicating, 
“Recipients must ensure that their Title IX coordinators are appropriately trained and possess 
comprehensive knowledge in all areas over which they have responsibility in order to effectively 
carry out those responsibilities” (p. 6).  Regarding the contents of the training, the DCL stated,  
“The training should explain the different facets of Title IX, including regulatory 
provisions, applicable OCR guidance, and the recipient’s Title IX policies and grievance 
procedures.  Because these laws, regulations, and OCR guidance may be updated, and 
recipient policies and procedures may be revised, the best way to ensure Title IX 
coordinators have the most current knowledge of Federal and State laws, regulations, 
and policies relating to Title IX and gender equity is for a recipient to provide regular 
training to the Title IX coordinator, as well as to all employees whose responsibilities 
may relate to the recipient’s obligations under Title IX” (p. 6).   
While the letter does press the importance of training in the areas of regulatory 
provisions, applicable OCR guidance, and the recipient’s Title IX policies and grievance 
procedures, if fails to emphasize, let alone require, any training related to trauma-informed 
practice even though the letter argues that, 
“some of the most egregious and harmful Title IX violations occur when a recipient fails 
to  designate a Title IX coordinator or when a Title IX coordinator has not been 
sufficiently trained or given the appropriate level of authority to oversee the recipient’s 
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compliance with Title IX.  By contrast, OCR has found that an effective Title IX 
coordinator often helps a recipient provide equal educational opportunities to all 
students” (U.S. Department of Education, Office for Civil Rights, 2015, p. 1).   
The Department of Education asserts that training about trauma’s effect on the mind 
and body is important, but does not support the training in any meaningful way, nor does it 
make any specific training materials publically available.  Trauma occurs when some kind of 
threat overwhelms a person’s regular coping mechanisms (Federal Partners Committee on 
Women and Trauma, 2011).  Following the work of Vincent Felliti, Sandra Bloom, and many 
other leaders in the field of trauma-studies, trauma is now accepted as a public health crisis, 
given that it touches more of us than not. While trauma is often defined as a response to a 
specific event (like an act of violence or a severe accident), recent public health research has 
revealed that a person can exhibit symptoms of trauma following chronic stress from conditions 
like discrimination, oppression, and poverty.  When stress is pervasive and experienced over a 
long period of time, the cumulative effects can be damaging to a person’s well-being (Center for 
Nonviolence and Social Justice, 2015) 
Title IX coordinators may feel that trauma is outside of their responsibilities, as 
educators, but trauma-informed practice (rather than trauma treatment) can (and potentially 
should) be adopted by anyone in any field.  Trauma-informed practice emphasizes safety, 
choice, trustworthiness, collaboration, and empowerment (Federal Partners Committee on 
Women and Trauma, 2011).  This approach to any professional practice (including education) 
can reduce the risk of retraumatizing individuals with scare tactics, uncertainty, and blaming 
messages.  Title IX coordinators can incorporate this approach into their messaging campaigns, 
policy development, and management style.  
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Educational institutions may invest in training that will help them avoid law suits, but 
because there is no mandate for training related to trauma or supporting victims of violence, 
schools can overlook it without consequence.  Meanwhile, the Title IX coordinators are expected 
to prevent and respond to acts of violence without necessarily having a grasp of the conditions 
under which the population is operating.   
OCR has seen a 1400% increase in the number of sexual violence complaints filed within 
postsecondary education between 2009 and 2015 (see Table 1) (U.S. Department of Education, 
Office for Civil Rights, 2016).  In 2009, eleven higher education institutions were under 
investigation for their inappropriate management of sexual violence cases, and in 2015, 164 
higher education institutions were under investigation.  These are institutions under review by 
the federal government due to alleged failure to respond according to Title IX policy.  Within 
those same years, elementary education and secondary education have seen an alarming 500% 
increase in the number of complaints reaching the federal level. Again, these figures do not 
capture the broad scope of gender-based violence incidents occurring within institutional 
settings, but instead, they represent the frequency with which the incidents are mismanaged 
and out of compliance with Title IX policy.    
 
 
Table 1. Number of Sexual Violence Complaints Filed with Office for Civil Rights, 2009-2015, 
(U.S. Department of Education, Office for Civil Rights, 2016): 
 2009 2010 2011 2012 2013 2014 
 
2015 % Increased 
Elementary School and 
Secondary Education  
11 24 24 15 31 22 65 
 
500% 
Higher Education  11 11 16 16 33 106 
 
164 
 
1400% 
Overall 22 35 40 31 64 128 229 
 
950% 
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An extensive search of training resources (defined as workshops, courses, webinars, 
manuals, etc.) available revealed that there is no empirical evidence to support best practices 
for training Title IX coordinators (see Appendix A for full list of resources found).  There are no 
scientific studies pointing practitioners toward training content or strategies.  The literature 
exposes training content, but no research reports on the training modalities nor measurable 
outcomes of the trainings.  The most comprehensive training is available primarily through for-
profit organizations (law firms and insurance companies) as resources for training and 
development (69% of websites found).  From these organizations, courses and certifications 
typically range from $500-$5000, plus the cost of travel, making them cost-prohibitive for Title 
IX offices without a budget.  
Regardless of the source of the training (for profit, government, etc.), there is a strong 
bias toward training for higher education, rather than primary or secondary education.   Colby 
Bruno, a senior legal counsel at the Victim Rights Law Center in Boston stated to Investigator 
Reporter, Tyler Kingkade, “However bad you think that a college campus’ lack of accountability 
is on these cases…I think go back 15 years before and that’s what you’re looking at for high 
schools” (Kingkade, 2016).  The review of scholarly articles and websites did not identify a single 
resource that was specific to elementary, second, and post-secondary education staff.  
Furthermore, the search exposed the lack of government resources and guidance. As it 
currently stands, the Department of Education strongly recommends “appropriate training” for 
Title IX coordinators, and even makes some recommendations for training, but neglects to 
provide the necessary support that proper training would require (U.S. Department of 
Education, Office for Civil Rights, 2015, p. 2).  In 2001, a time when half of the states still had no 
employee designated to coordinate Title IX compliance (as was required by law), the Office for 
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Civil Rights published guidelines for schools to use as a resource as they implemented Title IX 
requirements related to gender-based violence.  The guidelines recommended training for Title 
IX coordinators within every school, but neglected to specify the type of training necessary, and 
left it to the individual institutions to define the training need, seek out training resources, 
financially support the training, and measure the success of the training.  To date, there is no 
empirical evidence that these guidelines were affective in improving the training and 
preparedness of Title IX coordinators.  
Even though there are training options available, Title IX coordinators are, in many 
cases, not getting connected to the training.  This paper aims to uncover the barriers in the way 
of quality training.  It is the result of qualitative interviews with Title IX coordinators across the 
United States.  Upon embarking on this research, the primary question was “What are the 
training needs of Title IX coordinators?”  The data revealed that Title IX coordinators have 
significant barriers to high quality and accessible training. Those barriers followed five key 
themes:  geographic location, employee turnover, expenses of training, training availability, and 
quality.  These themes exist in no particular order.  
Methods 
Thirty-five Title IX coordinators from across the United States were recruited between 
September 2016 and December 2016.  The participants were recruited through a publicly 
available list of Title IX coordinator email addresses (found at the Office for Civil Rights website: 
https://www.ed.gov/civ-rts-coordinators).  A recruitment email was sent to approximately 2,000 
Title IX coordinators from states across the USA.  A quota sampling method was used that 
sought representation from a minimum of 15 elementary and secondary schools (n=15), and a 
minimum of 15 institutes of higher education (n=20).  Within the group of schools that 
represent higher education, the sample was stratified by the type of role the Title IX coordinator 
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holds within the institution (see Figure 1).  Some educational institutions invest the resources in 
a full-time Title IX coordinator, who does not serve multiple roles within the school.  For the 
purposes of this project, a full-time Title IX coordinator is labeled a “designated Title IX 
coordinator.”  Other educational institutions either do not or cannot have a full-time Title IX 
coordinator without asking the individual to also serve in a variety of roles at the school.  I 
sought an even split between designated and non-designated Title IX coordinators (which, 
again, does not necessarily represent the national landscape, which is an unknown figure). 
 
 
 
Figure 1. Sampling Strategy  
 
 
 
Additional eligibility criteria for the study included the following:  Currently employed at 
a school that receives some public funding (either K-12 or higher education) in the United 
States, where the student body is co-educational, and serves as the Title IX coordinator at the 
institution.  The participants had to be currently employed at an educational institution that 
Aim to enroll 45 total 
Minimum of 15 
from K-12
Minimum of 15 from 
Higher Education 
Minimum of 7 
Designated
Minimum of 7 
Non-Designated
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receives some public funding because, otherwise the institution would not be bound to Title IX 
requirements.   
The exclusion criteria included: Former (but not current) Title IX coordinators and 
employees at an institution that serves only female students.  The participants had to be 
working in a co-educational environment because gender-based violence is more prevalent in 
those environments, and therefore, the participants may have had more experience with the 
intricacies and complexities of Title IX policy. 
For potential participants who met the inclusion criteria, the selection and enrollment 
process took place in order of identification.  Over the phone, participants were asked for verbal 
consent to be interviewed and audio-recorded.  The semi-structured interview took place on the 
phone immediately following the consent process.  See Appendix B for the interview guide.  
Interviews lasted between 30 and 60 minutes.  Of the 2,000 emailed, there were 40 responses, 
35 of which completed the interview. 
All interviews were audio recorded and transcribed by hand.  Each participant received 
his or her own transcribed interview to review for accuracy.  They were also invited to retract 
any statements with which they were no longer comfortable.  Participants were given two 
weeks to complete this process.  Twenty-three participants took advantage of the opportunity 
to review the interview, and the remaining twelve never responded to the invitation to review.  
Of the twenty-three who did review the transcript, sixteen participants approved their interview 
with no changes, and seven participants opted to make edits.  As a result of the editing process, 
several powerful quotes were eliminated from the data set, but because other participants 
expressed similar views, the retractions did not change the outcomes in any significant way.   
Institutional Review board approval was granted by Drexel University. 
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Table 2. Demographics 
 Total 
Enrolled 
Gender Environment Designated? Level of Education 
Higher 
Education 
20 80% Female (16) 
20% Male (4) 
40% Urban (8) 
25% Suburban (5) 
35% Rural (7) 
55% Yes (11) 
45% No (9) 
5% Nurse Practitioner (1) 
20% Master Degree (4)  
45% Ph.D. or Ed.D. (9) 
30% J.D. (6) 
Primary and 
Secondary 
Education 
15 60% Female (9)  
40% Male (6) 
27% Urban (4) 
27% Suburban (4) 
46% Rural (7) 
Yes 1 (6%) 
No 14 (94%) 
20% Certificate Program (3) 
53% Master Degree (8) 
20% Ph.D. or Ed.D. (3) 
6% Unknown (1) 
Total 35 71% Female (25) 
29% Male (10) 
34% Urban (12) 
26% Suburban (9) 
40% Rural (14)  
34% Yes (12)  
66% No (23)  
9% Certificate Program (3) 
0% Bachelor Degree (0) 
2% Nurse Practitioner (1) 
34% Master Degree (12) 
34% Ph.D. or Ed.D. (12) 
17% J.D. (6) 
Note: Areas of study include: Higher Education, Law, Linguistics, Human Development, 
Leadership, Nursing, Criminal Justice, Business, Computer Technology, Romance Languages 
 
Table 3. Participants’ state of employment 
Region State Number of Participants from that 
State 
Northeast (n=18) Maine 2 
Maryland  2 
Massachusetts 4 
New York 6 
Pennsylvania 4 
Southeast (n=8) Arkansas 1 
Georgia 2 
Kentucky 1 
Mississippi 1 
Virginia 3 
Midwest (n=3) Illinois 1 
Kansas 1 
Michigan 1 
Southwest (n=2) New Mexico 1 
Texas 1 
West (n=4) California 2 
Utah 1 
Washington  1 
 Total 35 
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Data Collection 
To initiate the interview, participants were asked a series of demographic questions.  
The questions were aimed at understanding the demographics of the participants themselves, 
but also the demographics of the schools in which they are employed.  Following the 
demographics, participants were asked about how they became a Title IX coordinator, what kind 
of training they have received, and what kind of training they would have liked to receive.  They 
were also asked about barriers to obtaining training, and they were prompted to speak about 
their relationships (if any) with the Office for Civil Rights.  Generally, the interviews lasted about 
one hour, over the phone.  They were recorded and transcribed.   
Data Analysis 
Interview transcripts were managed through NVivo, a qualitative research software 
program.  Transcripts were analyzed in three stages.  First, the two primary researchers each 
reviewed eight transcripts to develop a scheme of five primary codes and twenty-four sub-
codes.  The transcripts were chosen based on their richness of data.  Secondly, a sample of 
eleven transcripts were sent to two additional team members, along with the scheme of codes 
for review.  Those team members had the opportunity to comment on the appropriateness of 
the codes and to make edits.  Based on the feedback, the scheme of codes was reorganized to 
be two themes (training and challenges unrelated to training), nine codes, and sixteen sub-
codes.   
Finally, one researcher coded all thirty-five transcripts with the agreed-upon set of 
codes.  Through constant comparative analysis the data was organized into themes and 
subthemes using a content analysis approach.  The quality and frequency of coded quotations 
were assessed for each code.  Although the transcripts are identifiable as coming from the K-12 
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environment or higher education, data from all interviews were coded using the same scheme 
because the themes were largely the same.  
All names are pseudonyms, generally chosen by the participant, but in some cases 
edited by the researcher for the suitability of academic research.  During the transcription 
process, tone of voice may have been conveyed by all capital letters, if a particular words was 
heavily emphasized.  If a participant spelled a word it was transcribed with dashes between 
letters.  For example, if a participant has verbally spelled the word “yes”, it was transcribed as Y-
E-S.  Ellipses with […] denote minor deletions that do not affect meaning; words or phrases 
within brackets denote that something has been removed to protect the confidentiality of the 
participant.   
Results 
 Overall, there appears to be a lack of training and preparation available to Title IX 
coordinators across the United States, and by their tone, it seems that many Title IX 
coordinators feel resentful about it.  One participant named Suzanne, who is a Title IX 
coordinator for a school district in urban Virginia, literally spelled it out when she said, “Well, 
the district’s one-hundred-and-fifty years old.  They’ve never had any training for Title IX ever.  
E-V-E-R.”  Her story is not uncommon.  The interviews revealed some specific barriers to 
adequate training, which have been organized into five key themes (discussed below): 
geographic location, employee turnover, expenses of training, training availability, and quality. 
Again, these themes exist in no particular order.  
 Although there were demographic differences between the Title IX coordinators from 
elementary and secondary schools, compared to Title IX coordinators from higher education 
(those from higher education were more likely to hold a doctorate-level degree, and were less 
likely to be male), many of the themes were the same.  There was, however, a notable 
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difference between the Title IX coordinators from the K-12 environment and those from higher 
education:  the coordinators from K-12 were almost exclusively non-designated.  Out of fifteen 
Title IX coordinators from the K-12 environment, only one described Title IX as her dedicated full 
time position.  The remaining fourteen participants from elementary and secondary schools 
juggled Title IX coordinating with other responsibilities like teaching or athletic coaching.  In 
higher education, on the other hand, 55% were designated Title IX coordinators, and 45% were 
non-designated Title IX coordinators.   
 Although the sample was predominantly women, the gender gap reflected among the 
respondents to the study is more dramatic in higher education.  Specifically, out of the twenty 
participants from higher education, 80% were female and 20% were male.  In elementary and 
secondary education, the participants were 60% female and 40% male. Additionally, there is a 
distinction between the educational background of Title IX coordinators from higher education, 
compared to Title IX coordinators from elementary and secondary education.  In higher 
education, 75% of the Title IX coordinators have a terminal degree (Ph.D., Ed.D, or J.D.), but not 
a single participant from elementary and secondary education reported having earned a 
terminal degree.   
 It was difficult to capture how many years of experience each participant had because 
several participants felt unsure about how long they have had the job responsibilities of a Title 
IX coordinator.  They would describe, for example, being informed that “this has always been 
your job” but learning about it years after being hired, and other similar stories. I did my best to 
categorize the participants into “new” (1-2 years as a Title IX coordinator), “experienced” (3+ 
years of experience), or “unknown” (representing the participants who are unsure when their 
responsibilities shifted from informal expectation into a formal designation.  Interestingly, the 
majority of the “unknowns” worked in the K-12 environment, and the few people from K-12 
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who could identify their years of experience cited a higher than average number (6+ years of 
experience), with the average being 4.2 years of experience.  This suggests that the Title IX 
coordinators who work in elementary and secondary education may see less turnover and 
experience high stability.  Otherwise, there appeared to be no obvious relationship between 
number of years in the position and responses in the interview.  Participants who had a great 
deal of experience (3+ years) were no less likely to express job stress as participants who were 
newer to the position.  Participants who had a great deal of experience were no more likely to 
have been exposed to extensive and meaningful training. It was unclear from the data if there 
were other meaningful differences between higher education and elementary and secondary 
education.  Many of the same themes emerged across the board.  
Theme 1: Geographical Location 
 It was evident from the interviews that there is a difference related to geographic 
accessibility of trainings.  Jordan, who is designated Title IX coordinator from a suburban college 
in Utah, identified how difficult it is for some regions of the United States to access live skill-
building trainings.  She said, “It’s just very cost-prohibitive.  It’s sixteen-hundred dollars and you 
have to pay for a room and a flight, and they’re all on the east coast.  It’d be nice if there was 
something on the west coast.”  Similarly, George, a non-designated Title IX coordinator who 
works for a rural college in Virginia, added, “Nobody comes to our town. There’s an annual 
conference that I haven’t been to in a couple years but I hope to go back to. So by local, I’m 
thinking a five or six hour drive. It’s rare for us to find anything that’s closer than that.”  This 
barrier is distinct from concerns that were expressed related to funding because even well-
funded programs identified that it is difficult to find time to travel far distances for quality 
training.  Levi, who is designated Title IX coordinator from a university in urban New Mexico, 
spoke about a training that was, “$1300/ person plus travel, plus the days out of the office” and 
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compared it to another training that was “$4000 a person plus the travel plus the time away 
from the office.”  Unlike other programs, Levi had the funding to afford trainings, but time away 
was a bigger concern for her.  
Theme 2: Employee Turnover 
 Several participants noted that training is difficult when employee turnover is so high.  
They were primarily speaking about training their own teams.  It is important to note that most 
Title IX coordinators are a one-person operation, so the participants who spoke about the 
difficult of training a transient team are, by definition, advantaged for even having teams in the 
first place.  For example, Molly, a non-designated Title IX coordinator from a university in New 
York state, spoke about the difficulty of training investigators.  She said,  
“For campuses like ours, where….we have much fewer incidents,…you train people and 
then they may never serve in the role before it’s time to train them again…It’s a difficult 
thing so getting people to volunteer to be deputy Title IX folks or to be investigators 
when it’s not part of their job and then put them through the training and then they go 
a whole year without serving in that capacity.  And then they go, like, ‘Well I don’t know 
whether I want to be trained again.’ So I think that those are, getting people trained and 
keeping those people, it is, you know, those are some of the frustrations, or some of the 
things that make the role difficult.” 
 In some institutions, campus police and campus security personnel serve in prominent 
roles related to Title IX.  Kelly, a designated Title IX coordinator from a small college in 
Pennsylvania, spoke about the challenges of training a team of deputies and investigators who 
come from many departments at her college.  More specifically, she identified the high turnover 
coming from the Campus Police Department.  She said, “Usually the officers who start in our 
department are fresh out of the academy.  They don’t really have a lot of police experience…I 
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think it takes a special development of skills to be able to do a lot of the work that they have to 
do. So, half the department has turned over within the last year.”  It is her responsibility to keep 
a team of investigators well-trained, but she feels challenged by their high turnover rate, which 
is common among individuals who do difficult work.  
Theme 3: Expenses of training 
 A number of participants cited funding as their reason for feeling under-trained and 
under-prepared to do the work of a Title IX coordinator.  For example, when I asked Levi, “Is 
there a kind of training that you would like to have that you haven’t had yet?” she responded, 
“Yeah, one that’s not so expensive, first of all.”  It wasn’t a particular content area that she had 
in mind, it was a particular dollar amount.  This study only begins to scratch the surface of the 
relationship between economics and the handling (or mishandling) of sexual assault cases.  It is, 
in fact, beyond the scope of this research to attempt to develop any causal relationship between 
socioeconomic status and Title IX administration within a particular school.   
 In many ways, funding is tied to some of the other barriers on our list.  For example, it is 
difficult to separate funding from employee turnover.  Many coordinators felt hesitant to invest 
what little money they had in their budgets toward training for employees who may soon depart 
the institution.  Molly spoke to that:  
“Trainings are very expensive, so when you’re in a small institution with limited budget 
dollars and you’re trying to get people trained and then, you know, they’re in entry or 
maybe middle management positions and they move on you feel like, well there goes 
another X number of thousand dollars of training out the door. So I think one of the 
struggles is having the money for training and then keeping the people that you have 
trained.”   
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 This “funding-turnover relationship” appears to be bidirectional.  While in some ways it 
is turnover that leads to poor training, it can also be true that poor training leads to turnover.  
Levi addressed this in her interview,  
“[Our state] is a super poor state and our state’s budget just got slashed a lot, so then 
our overall University budget just got slashed by like 8%. So we’re always trying to do 
more with less and have quality investigators with quality training and reduce our 
turnover. We have a lot of turnover in our investigators because we just, you know the 
skills that they have, as hard as they work for what we pay them.” 
 Funding concerns also overlap a bit with the geographic barriers that were discussed 
earlier in the paper.  Obviously, trainings that require overnight stays have the additional 
expense of lodging and transportation.  Marie, a designated Title IX coordinator from a 
university in rural New York state, said, “We just have to be very judicious about what it is we 
are sending people to. Because even if it’s, again, even it’s free, sending somebody to Albany for 
five days, you know that’s travel and hotel expenses and that can get expensive. And you know, 
meals, it all adds up. We just have to be judicious about it.”  
 Some participants reported that they, at times, were required to pay for their own 
training.  Jane, who is a non-designated Title IX coordinator for a large school district in 
Kentucky, said, “Although I’ve taken investigation-type trainings with like, say the FBI, the local 
police department, and others that I sought out, I have not taken it directly with ATIXA.  And 
that’s because it’s more individualized and that means that I’m gonna have to pay for it.”  Jane 
serves of a student population of over 100,000 young people in urban Kentucky, and Title IX is 
not her only responsibility.   
 Of course, there are some institutions (all Higher Education, and none from the 
elementary or secondary educational institutions) who have invested thousands of dollars in 
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training their coordinators and investigators.  Some interviews revealed the disparity that exist 
between institutions.  Joseph, a designated Title IX coordinator from small college in Maryland, 
indicated: “So for a small institution like [mine], where every opinion counts, we have limited 
resources but then you look at [a larger institution],…they have a million dollar budget for Title 
IX.”  He added, “When you’re a one man shop, it’s difficult to receive complaints, investigate 
complaints, convene the board, you know it’s just a lot more resources.”  
 Joseph’s point is an important one.  While some Title IX coordinators are lacking a 
budget even for office items like copy paper, others have million-dollar budgets.  Linda (a non-
designated Title IX coordinator in New York State), for example, broke down an estimated 
$100,000 in training and professional development that her institution supported,  
“Each time I go to an ATIXA training, it probably costs me $1600 or $2000 training.  So 
we’re talking 19 or 20 sessions at 1500-2000 dollars each. Then I forget how much it 
cost me to go to the National Center for Campus Safety, that was probably about $800.”  
They also financially supported her degree in Diversity Management, which she felt she 
needed as a Title IX coordinator.  When asked to estimate a grand total of investment in 
her training, she guessed that it was about $100,000. 
 Peter, a non-designated Title IX coordinator from urban Michigan, had a similar story, 
but he’s institution spent approximately $100,000 in just one year.  He said, “I’ve been a Title IX 
coordinator for 2-3 years and they’ve probably invested 100,000 dollars in training for all of us 
to get trained and this was over the course of a year. We decided to expand and our institution 
kind of right off the bat when we started to expand probably put $100,000 in for professional 
development and training.”   
 The experiences of Linda and Peter offer a stark contrast to those who have never had a 
training in their professional careers.  Mary, a non-designated Title IX coordinator from a very 
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small Pennsylvania college, said, “We have a lot of budget constraints and sending people to 
trainings is not realistic.”  Similarly, a passionate and dedicated Title IX coordinator named Carla, 
from Pennsylvania, said, “You want to make a difference and you want to help and you’re just 
running yourself completely into the ground to try because you have that human faith to this. 
And you realize that you’re going to do everything possible within your power to do it. And 
you’re just doing it with very very very little support and resources.”  Although the contrast 
(between schools like Mary’s or Carla’s, and schools like Linda’s and Peter’s), is evident from the 
testimony provided by the Title IX coordinators, to establish a relationship between school 
demographics and economic investment in the Title IX training is beyond the scope of this small 
qualitative study.   
Theme 4: Training Not Available 
 For many who admitted that they had never attended a single training, the reason was 
budgetary or time constraints, but for others, the claimed that they are not aware of any 
training opportunities that exist.  Kathy, a non-designated Title IX coordinator from a school 
district in rural Massachusetts, said, “I’ve never seen one, to be honest with you.”  Similarly, a 
participant who goes by “MB” said, “I’ve never seen them offered, which sounds like a really bad 
excuse once I say it out loud. I’ve never seen them offered anywhere.”  Like Kathy, MB also 
works in the K-12 environment.  Patti, from a small school district in rural Georgia, walked 
through her persistent efforts to contact her Department of Education representatives for 
support, all to no avail.  She said,  
“I actually tried to call the Title IX office in my state to try to find out if there were some 
regional workshops, or something along those lines, and got nowhere with that. They 
actually sent me - directed me - to the federal department Title IX site.  I actually sent an 
email and tried to make a phone call there to try to find out: Exactly where do I find 
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training and that sort of stuff?  I’ve reached out to our regional education centers to try 
to see if there were any trainings that were available in our area.  So and I just 
continued to come into roadblocks.” 
 A participant who chose to go by “Coach”, who is an Athletic Director for a school 
district in urban Georgia, said, “There just hasn’t been anything available, to my knowledge. And 
I’ve searched.”  Unfortunately, Coach seemed to speak primarily about equity in sports, and it 
was not clear that he was even aware of the much broader reach of Title IX (beyond equity in 
sports) until he briefly mentioned this: “Now I will say this, in my state, we have a Georgia 
Athletics Director Association, and they are making attempts to provide some courses as ADs 
are concerned.  Again, it would be centered more toward athletic directors and not necessarily a 
Title IX coordinator.  I’ve tried to explain that to people: that that’s a different title, it’s a 
different job. So I’m hoping that someone would recognize that we do need training - separate 
training - for then a Title IX coordinator as opposed to an Athletic Director.” 
Theme 5: Poor Quality Training 
 There were, of course, some Title IX coordinators who believed that available trainings 
were poor quality.  Common complaints were that they were elementary or too redundant.  For 
example, Sally, a designated Title IX coordinator from a small college north of New York City, 
said “So that is a tough one I am really struggling to find good quality education that is at the 
level I need.  I don’t mean to sound…  I’m finding in my community, that most of the education 
out there and available is very basic, low-level education.”  She went on to say,  
“I don’t think there’s enough people like myself in the field that have the expertise to do 
the trainings. So, I feel like I’m at a place where I could be teaching others to do this 
work and I don’t think there’s enough people, like me, that have the credentials to then 
get the opportunity to do the training, if that makes sense?” 
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Jean, a designated Title IX coordinator for a college in suburban New York, said, “Every 
single day there are new organizations popping up, there are new - and I’m putting this in 
quotes – ‘subject matter experts’ popping up every day. I mean, in 2011 there were ‘subject 
matter experts’ popping up and I questioned then: Who makes them an expert? This is brand-
new material! Why are they the expert?  How do we vet? How do we know where we’re going 
to get the most for our time and funds?”  Several participants implied a distrust for consultants 
marketing themselves as experts and profiting from Title IX.  A review of training resources 
available revealed that about 2/3 of training and consulting organizations are for-profit 
companies.  If Title IX coordinators do not trust individuals who have commoditized and 
marketed training as an item for sale, they may be hesitant to reach out for training and 
support, even if those sources would have otherwise been useful.   
Limitations 
There were several limitation to this study. There may have been, for example, selection 
bias resulting from participants volunteering for the study.  It is possible that the opinions of the 
participants in this study are stronger than the opinions of the general population of Title IX 
coordinators, and perhaps it is their strong opinions that influenced their decision to participate 
in the study in the first place.  Another limitation has to do with the current political climate 
surrounding Title IX policy.  Across the country, institutions are fearing lawsuits related to Title 
IX, and the Title IX coordinators are particularly anxious. This may explain the low response rate 
(40 responses to 2000 emails is a 2% response rate to the recruitment message).  Several 
participants expressed hesitancy about being recorded and how the information would be used. 
Two participants considered removing themselves from the study, but ultimately decided to 
dramatically edit their transcripts, rather than withdraw from the study.  It is possible that 
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discomfort among the participants skewed the results.  Finally, there were some demographics 
that were not collected.  While I did collect information about the self-identified gender of each 
Title IX coordinator, I did not inquire about each participant’s self-identified race and/or 
ethnicity.  At the time that I designed the demographic questions, I decided that I would 
research the racial make-up of each institution using data available on the internet, rather than 
collect that demographic information to represent the coordinator himself/ herself.  I made that 
decision because school-level demographic data was more relevant to my research question, 
which was to investigate how institutions and systems prepare people to pursue gender equity 
in education. However, because I did not collect data about the racial identity of each Title IX 
coordinator, I missed the opportunity to explore intersectional issues in the profession, 
especially related to access to training and professional development.  However it may have 
been challenging, if not impossible, to make any type of summative statements about the 
impact of coordinators’ race and ethnicity given the small sample,  and the overarching 
questions of training needs and challenges while also looking at designated vs. undesignated 
coordinators.  In the same vein, I found no difference in responses between male and female 
coordinators.  Future research should examine the treatment of Title IX coordinators within 
academic institutions, and in that research, it would be vitally important to collect full 
demographic data for each individual participant, rather than solely collecting data which 
represents the institution or school district.   
Discussion 
 Overall, Title IX coordinators expressed several barriers blocking their access to quality 
training and professional development. While some had never heard of a training opportunity, 
others cited heavy staff turnover, limited budget, and geographic distance from training 
opportunities as significant barriers for them. There were others, of course, who had attended 
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training but they reported feeling bored with material that is too elementary or redundant.  One 
common factor among the majority of the participants, however, was that they want more.  
Title IX coordinators want to feel competent and prepared to do the job.   
 It is no surprise that the Title IX coordinators want more training and higher quality 
training.  It’s a trend that we are seeing in many fields right now.  According to The Journal of 
the American Academy of Business, employees cite lack of training and professional 
development as a major contribute to workplace dissatisfaction and low retention (Ramlall, 
2004).  And with a documented 1400% increase in the number of higher education institutions 
being investigated by OCR, and a 500% increase in the number of elementary and secondary 
education institutions under investigation, schools are in no position to leave their employees 
feeling unclear about their job expectations (U.S. Department of Education, Office for Civil 
Rights, 2016).  The Association for Title IX Administrators cites on its website, “Some schools and 
colleges have failed to designate a Coordinator.  Some have multiple people fulfilling the role 
informally.  Some have a Coordinator, but aren’t sure who it is.  Some Coordinators don’t even 
know they are their institution’s Coordinator.  Some Coordinators are sure they have the title, 
but not sure what to do with it.  The Coordinator role is complex, sophisticated, and 
comprehensive” (ATIXA, 2018). And at a time when more clarity is needed, the Trump 
administration has taken steps to undo clarity that was released by the Obama Administration.   
 On September 22, 2017, Secretary DeVos, of the Department of Education under the 
Trump administration, rescinded the 2011 Dear Colleague Letter, which aimed to clarify that 
educational institutions have a responsibility to respond to gender-based violence under Title IX.  
In her prepared comments, Secretary DeVos claimed, “Washington has burdened schools with 
increasingly elaborate and confusing guidelines that even lawyers find difficult to understand 
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and navigate” (Svrluga, 2017).  Rather than increase clarity for Title IX coordinators, the Trump 
administration, removed clarifying documents, claiming to be in favor of a less burdensome 
expectation for educational institutions.   
 At a time when there is a 1400% increase in complaints related to sexual harassment 
and violence reaching the federal level, the federal government should be strengthening Title IX 
policy and guidance to ensure that schools are managing the cases appropriately.  Even in 
DeVos’ 2017 Dear Colleague Letter, in which she rolled back Obama-era guidance, she included 
a nod to the importance of Title IX in our society, “We have seen remarkable progress toward an 
educational environment free of sex discrimination. That progress resulted in large part from 
the vigorous enforcement of Title IX by the Office for Civil Rights at the Department of 
Education. The Department remains committed to enforcing these critical protections and 
intends to do so consistent with its mission under Title IX to protect fair and equitable access to 
education” (Sokolow, 2017).  Perhaps this is an opportune time for Title IX coordinators to unite 
so that they may demand that DeVos be held to her statements.  Specifically, Title IX 
coordinators ought to advocate for better professional development, support, and funding.  If 
the government is unlikely to mandate stronger training, Title IX coordinators can demand it in 
the name of their profession and its reputation.  In a time when it is clear that the government is 
not going to strength Title IX or empower gender equity advocates, students are going to look to 
universities, colleagues, and school districts across the United States to clarify their own stance 
on gender equity.  What’s clear is that students know their rights.  They will demand them, 
whether the government supports them or not.   
 The Association of Title IX Administrators (ATIXA), a leader among Title IX trainers and 
consultants, release a statement in response to the Trump Administration’s rescission of the 
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2011 Dear Colleague Letter.  In it, ATIXA stated, “Any school that de-prioritizes Title IX may 
quickly find itself on the wrong side of a federal judge, campus activists, or both – but certainly 
on the wrong side of history” (Sokolow, 2017).   
Conclusion 
The need for Title IX advocacy has never been greater.  If Title IX coordinators and 
passionate students unite in their efforts to demand these things, perhaps we can continue to 
make progress toward gender equity and social justice in education.  The data revealed that 
Title IX coordinators feel undervalued, unsupported, and ill-equipped to do their work.  
Specifically, the participants identified that their training was either too brief, or in some cases, 
nonexistent.  Carla from a small college in rural Pennsylvania summed it all up nicely.  She said, 
“I feel that this role is given high visibility in lots of respects, but it is given just for show. I truly 
feel that way, that it is a thing for show and that it’s not something that is given resources, it’s 
not something that…you’re not given the resources to do the job that you need to do.”  Title IX 
coordinators can demand better by voicing their concerns about the constant changing policy 
expectations and the growing demands on their time by advocating on behalf of their profession 
and their students’ needs.   
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Abstract 
This paper addresses the training needs of Title IX coordinators from their own 
perspectives.  I conducted semi-structured qualitative interviews with 35 Title IX coordinators 
across the United States (including both K-12 environments, as well as higher education).  
Participants represented 18 states, including urban, rural, and suburban environments.  Interview 
transcripts were coded for thematic meaning.  Five types of training practices were identified: 
training from one’s professional background, self-guided reading, network of colleagues, episodic 
training, and little or no training at all.  The data revealed wide disparity in the way that Title IX 
coordinators are trained, with some coordinators receiving a great deal of training, and others 
receiving none at all.  When participants were asked about recommendations for the future, three 
themes emerged.  Those themes were: need for institutional support, local training (which is more 
likely to meet the needs of local culture), and on-going follow up training. The data reveal a need 
for higher quality and more consistent training to prepare Title IX coordinators to address gender-
based violence on school campuses. 
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“Under-trained and over-whelmed”:   
Current Practices for Training Title IX Coordinators and Recommendations for the Future 
Title IX of the Education Amendments of 1972 prohibit sexual discrimination in any 
educational institution receiving federal funding (including both public and private schools, as well 
as elementary, secondary, and post-secondary institutes of education).  Title IX also requires that 
schools designate an employee as the Title IX coordinator, who would manage the prevention of 
and response to gender-based discrimination and violence.  Despite this advancement in our 
educational policy, national headlines remain dominated by allegations of sexual discrimination, 
sexual harassment, and sexual violence in our nation’s educational institutions (Bidwell, 2015; 
Harris, 2015).  Unfortunately, well-meaning educational institutions are not preparing their own 
employees to appropriately address gender-based violence and discrimination, leaving the 
success and safety of our nation’s youth is at risk.   
This paper is the result of qualitative interviews with thirty-five Title IX coordinators 
across the United States.  Upon embarking on this research, the primary question was “What are 
the training needs of Title IX coordinators?”  The data revealed that Title IX coordinators feel 
undervalued, unsupported, and ill-equipped to do their work.  Specifically, the participants 
identified that their training was either too brief, or in some cases, nonexistent.  The participants 
made recommendations for the improvement of job training.  They recommended strong 
professional networks to provide peer-to-peer support, local training (which respects local 
culture), and on-going follow up training.  
Methods 
Thirty-five Title IX coordinators from across the United States were recruited between 
September 2016 and December 2016.  The participants were recruited through a publicly 
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available list of Title IX coordinator email addresses (found at the Office for Civil Rights website: 
https://www.ed.gov/civ-rts-coordinators).  A recruitment email was sent to approximately 2,000 
Title IX coordinators from states across the USA.  A quota sampling method was used that sought 
representation from a minimum of fifteen elementary and secondary schools (n=15), and a 
minimum of fifteen institutes of higher education (n=15).  Within the group of schools that 
represent higher education, the sample was stratified by the type of role the Title IX coordinator 
holds within the institution (see Figure 1).  Some educational institutions invest the resources in 
a full-time Title IX coordinator, who does not serve multiple roles within the school.  For the 
purposes of this project, a full-time Title IX coordinator is labeled a “designated Title IX 
coordinator.”  Other educational institutions either do not or cannot have a full-time Title IX 
coordinator without asking the individual to also serve in a variety of roles at the school.  I sought 
an even split between designated and non-designated Title IX coordinators (which, again, does 
not necessarily represent the national landscape, as that figure is unknown).  I did not seek the 
same stratification for elementary and secondary education because I anticipated that few, if any, 
Title IX coordinators in the K-12 environment would be designated.  Indeed, I enrolled only one 
designated Title IX coordinator who represented a school district for elementary and secondary 
education. 
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Figure 1. Sampling Strategy  
 
Additional eligibility criteria for the study included the following:  Currently employed at 
a school that receives some public funding (either K-12 or higher education) in the United States, 
where the student body is co-educational, and serves as the Title IX coordinator at the institution.  
The participants had to be currently employed at an educational institution that receives some 
public funding because, otherwise the institution would not be bound to Title IX requirements.   
The exclusion criteria included: Former (but not current) Title IX coordinators and 
employees at an institution that serves only female students.  The participants had to be working 
in a co-educational environment because gender-based violence is more prevalent in those 
environments, and therefore, the participants may have had more experience with the intricacies 
and complexities of Title IX policy. 
For potential participants who met the inclusion criteria, the selection and enrollment 
process took place in order of identification.  Over the phone, participants were asked for verbal 
consent to be interviewed and audio-recorded.  The semi-structured interview took place on the 
phone immediately following the consent process.  See Appendix A for the interview guide.  
Interviews lasted between 30 and 60 minutes.  Of the 2,000 emailed, there were 40 responses, 
35 of which completed the interview. 
Aim to enroll 30-35 total 
Minimum of 15 
from K-12
Minimum of 15 from 
Higher Education 
Minimum of 7 
Designated
Minimum of 7 
Non-Designated
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All interviews were audio recorded and transcribed by hand.  Each participant received 
his or her own transcribed interview to review for accuracy.  They were also invited to retract 
any statements with which they were no longer comfortable.  Participants were given two 
weeks to complete this process.  Twenty-three participants took advantage of the opportunity 
to review the interview, and the remaining twelve never responded to the invitation to review.  
Of the twenty-three who did review the transcript, sixteen participants approved their interview 
with no changes, and seven participants opted to make edits.  As a result of the editing process, 
several powerful quotes were eliminated from the data set, but because other participants 
expressed similar views, the retractions did not change the analysis any significant way.   
Institutional Review board approval was granted by Drexel University. 
 
 
Table 1. Demographics 
 Total 
Enrolled 
Gender Environment Designated? Level of Education 
Higher 
Education 
20 80% Female (16) 
20% Male (4) 
40% Urban (8) 
25% Suburban (5) 
35% Rural (7) 
55% Yes (11) 
45% No (9) 
5% Nurse Practitioner (1) 
20% Master Degree (4)  
45% Ph.D. or Ed.D. (9) 
30% J.D. (6) 
Primary and 
Secondary 
Education 
15 60% Female (9)  
40% Male (6) 
27% Urban (4) 
27% Suburban (4) 
46% Rural (7) 
Yes 1 (6%) 
No 14 (94%) 
20% Certificate Program (3) 
53% Master Degree (8) 
20% Ph.D. or Ed.D. (3) 
6% Unknown (1) 
Total 35 71% Female (25) 
29% Male (10) 
34% Urban (12) 
26% Suburban (9) 
40% Rural (14)  
34% Yes (12)  
66% No (23)  
9% Certificate Program (3) 
0% Bachelor Degree (0) 
2% Nurse Practitioner (1) 
34% Master Degree (12) 
34% Ph.D. or Ed.D. (12) 
17% J.D. (6) 
Note: Areas of study include: Higher Education, Law, Linguistics, Human Development, Leadership, 
Nursing, Criminal Justice, Business, Computer Technology, Romance Languages 
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Table 2. Participants’ state of employment 
Region State Number of Participants from that State 
Northeast (n=18) Maine 2 
Maryland  2 
Massachusetts 4 
New York 6 
Pennsylvania 4 
Southeast (n=8) Arkansas 1 
Georgia 2 
Kentucky 1 
Mississippi 1 
Virginia 3 
Midwest (n=3) Illinois 1 
Kansas 1 
Michigan 1 
Southwest (n=2) New Mexico 1 
Texas 1 
West (n=4) California 2 
Utah 1 
Washington  1 
 Total 35 
 
 
 
Data Collection 
 To initiate the interview, participants were asked a series of demographic questions.  The 
questions were aimed at understanding the demographics of the participants themselves, but 
also the demographics of the schools in which they are employed.  Following the demographics, 
participants were asked about how they became a Title IX coordinator, what kind of training they 
have received, and what kind of training they would have liked to receive.  They were also asked 
about barriers to obtaining training, and they were prompted to speak about their relationships 
(if any) with the Office for Civil Rights.  Generally, the interviews lasted about one hour, over the 
phone.  They were recorded and transcribed.  All interviews were then coded through a constant 
comparative analysis (or following a content analysis scheme).  See appendix A for the interview 
guide to which the interview was loosely adhered.   
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Demographics 
Out of fifteen Title IX coordinators from the K-12 environment, only one described Title 
IX as her dedicated full time position.  The remaining fourteen participants from elementary and 
secondary schools balanced Title IX coordinator work with other important responsibilities.  In 
contrast, 55% of the participants from higher education were designated, making for a more 
even split among colleges and universities.  
 In higher education, 75% of the Title IX coordinators have a terminal degree (Ph.D., 
Ed.D, or J.D.), but not a single participant from elementary and secondary education reported 
having earned a terminal degree.  It was challenging to collect data related to “years of 
experience” for each participant because several participants were uncertain about how long 
they have had the job responsibilities of a Title IX coordinator.  I did my best to categorize the 
participants into “new” (1-2 years as a Title IX coordinator), “experienced” (3+ years of 
experience), or “unknown” (representing the participants who are unsure when their 
responsibilities shifted from informal expectation into a form designation.  Interestingly, the 
majority of the “unknowns” worked in the K-12 environment, and the few people from K-12 
who could identify their years of experience cited a higher than average number (6+ years of 
experience), with the average being 4.2 years of experience.  This suggests that the Title IX 
coordinators who work in elementary and secondary education may see less staff turnover.  
There were no other meaningful differences between higher education and elementary and 
secondary education.  Many of the same themes emerged regardless of type of institution. 
Results 
 While interviewing thirty-five Title IX coordinators from across the United States, it 
became abundantly clear that these professionals feel isolated, under-prepared, and ill-equipped 
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to do this important civil rights work in both higher education and the K-12 environment.  I asked 
Jordan, who is a designated Title IX coordinator at a suburban college in Utah, “What are some of 
the situations you encounter in your work, where you feel ill-equipped or like you were 
unprepared?”  Even though Jordan is a former lawyer and rape crisis counselor, she responded, 
“Pretty much every day I still feel that way.”  She has been a Title IX coordinator for over a year, 
and came into the work already experienced with topics like due process, trauma, and sexual 
abuse. In contrast to Jordan, seventeen participants reported that they had never received any 
training at all.  The following section outlines the key themes that were reveal when I asked Title 
IX coordinators to talk about the training they have received.  
 
Figure 2. Key Themes from Interviews  
 
 
Current Training 
Practices
Training from One's 
Professional 
Background
Self-Guided Reading
Network of 
Colleagues
Episodic Training
Little to no Training 
at all
Recommendations 
for Improved 
Training
Follow up Training
Institutional 
Support
Keep it Local
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Current Training Theme #1: Training from One’s Professional Background 
Every participant was asked, “What training or preparation did you receive to become a 
Title IX coordinator?”  Out of the 35 participants interviewed, seventeen (about half of all 
participants) indicated that their professional experience prior to becoming a Title IX coordinator 
was the thing that most prepared them to do the job (or they named it first when asked about 
their job training).  Title IX seems to be a second career for many people doing the work.  A pattern 
emerged as participants said, “Well, I used to be a _____, so this was a good fit.”  That blank was 
filled in with everything from rape crisis counselor and nurse, to military police office and 
prosecutor.   
One participant, who chose to go by the name Kelly, explained that some schools really 
struggle to understand the concept of “due process” but she feels better-equipped to handle it 
because of her prior work experience.  She said, “I think because I came from Student Conduct, 
into this space, and as a lawyer, that’s something that I brought with me.  That is not something 
that is lost on me.” Kelly is also a lawyer, and she has been working as a designated Title IX 
coordinator for three years on a college campus of 17,000 students.  
Similarly, a participant who chose to go by the name January said, “My preparation as a 
nurse practitioner has been the absolute most valuable part of my training because I understand 
trauma response. I understand victims.”  January has been a Title IX coordinator (coordinator non-
designated Title IX coordinator from higher education) for five years, and she, like many others 
expressed concern about Title IX coordinators who are “just lawyers.”  She felt that people who 
only have a legal understanding of Title IX are missing important student-centered 
communication skills and sensitivity.   
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Sally, a designated Title IX coordinator who comes from a public health background, 
echoed January’s concerned about lawyers.  In fact, she revealed another area of expertise 
necessary for Title IX coordinator work: human sexuality.  She stated, “I taught classes on human 
sexuality, drug and alcohol use, so all the things that you need to do this job, to understand how 
people physiologically respond when they’re aroused, how decisions are made, what body parts 
are and what they do, how body parts work- and I know that sounds simple but if you don’t have 
a mastery of human sexuality I think that you aren’t able to [do the work].  I don’t have to ask 
certain questions because I understand physiologically why things happen in the pattern that they 
do.”  Sally was a unique participant because she was one of the few who felt incredible confident 
in her ability to do the work of a Title IX coordinator.  One of her biggest complaints was that it 
was difficult for her to find good trainings that are up to her standard.  
One participant, who chose to go by “MB” had a particularly unexpected professional 
background.  In addition to being his school district’s non-designated Title IX coordinator, he is 
also the Director of the IT department for his school district (serving 1900 elementary, middle 
school, and high school students in a rural community).  MB believed that his role in IT was an 
asset as a Title IX coordinator citing, “I’m gregarious and open so I’m easy to approach, and 
working in the IT department I’m around in a lot of buildings, so I’m really easy to get a hold of, 
so that should do it.”  MB admitted that he had not attended much training but he relied on his 
military background and his “friendly IT guy” personality to get him through.  
Title IX coordinators come from so many different professional backgrounds that it is 
difficult to draw a conclusion from these interviews that could direct hiring teams to the “best 
qualified candidate” based on professional background.  One pattern that emerged from the 
elementary and secondary education Title IX coordinators was that, for many districts, the role of 
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Title IX coordinator is attached to a particular position (usually either Superintendent or Special 
Education), regardless of who is currently in that role.   
 
Table 3. Professional Background of Title IX Coordinators 
Area of Professional Experience Number of Participants Percentage of total  
Student Affairs/ Student Conduct 8 23% 
Law, Civil Rights Advocacy 6 17% 
Teaching, General (K-12) 5 14% 
Teaching, Special Education 5 14% 
Human Resources/ Employment 3 8% 
Public Health, Health Education  2 6% 
Nursing/ Medicine 1 3% 
Public Safety, Police 1 3% 
Information Technology 1 3% 
College Professor 1 3% 
Counseling/ Social Work 1 3% 
Athletic Coaching  1 3% 
(Note: some participants may have identified with more than one professional identity, but for 
the purposes of this table, each participant was assigned only one primary professional identity). 
 
 
Current Training Theme #2: Self-Guided Reading 
Twelve participants emphasized the importance of the self-guided learning they have had 
to do.  This includes: reading articles on the internet, following blogs, and reading guidance 
released by the Office for Civil Rights.  It costs little to no money, but requires a great deal of 
initiative and self-discipline.  Joseph, a designated Title IX Coordinator from Maryland, put it very 
clearly, “I’m pretty much self-taught.”  The reasons for engaging in self-guided, independent 
learning varied from lack of funding to pay for training, to suspicion about for-profit trainers just 
looking to make money.   
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 Participants Jordan (designated Title IX coordinator from a college in Utah) and Molly 
(non-designated Title IX coordinator from New York) both relied on reading government 
documents like the Dear Colleague Letters and other published guidance.  They, like many others 
in the study, complained that the guidance is often difficult to understand and even contradicts 
itself within the same document.  This was a common report from participants.  
 Patty was in a similar situation, and she seemed to feel uncomfortable with the 
independence.  Patty is a non-designated Title IX coordinator from a school district in rural 
Georgia.  She said, “I have reached out and of course printed all of the Title IX type of documents 
that I could find or have access to so that I could start making sure that we had the proper 
procedures or policies in place and looking at some of those, but I felt, I feel very much like I’m 
trying to figure this out on my own, instead of having that guidance that I’m typically used to.” 
 Danza, a non-designated Title IX coordinator from Washington, is like many Title IX 
coordinators in that she received the title as a surprise addition to an already established role at 
the institution.  So when she learned that Title IX was now part of her title, she had to quickly 
learn what it was all about.  She said, “I’ll admit that I went straight to Google because I was like, 
‘I have no idea.’  I mean I knew what Title IX was because I was a student athlete in college, and 
so I was familiar with Title IX from that perspective, but I had no idea what it meant as far as the 
implication as a school district and as an employer.  So I remember, actually, asking my supervisor 
at the time if there was some training that I could attend and I kind of just got a blank look like 
‘Well, maybe you could find out who the other Title IX officers in the other districts are and see 
what they do.’”   
Current Training Theme #3: Professional Network of Colleagues 
71 
 
 Just as Danza was advised (see previous section), sometimes the best learning comes from 
peers who are also doing the work.  Jean, for example, said, “I sit on a regional committee of our 
area colleges and we meet regularly, and I consider that training because we’re learning from 
each other as we go along and that’s been going on for about a year.”  Jean is a designated Title 
IX coordinator from a college in New York.  She, like others, indicated that she enjoys learning 
from peers who do the same work, rather than from government officials, who they do not seem 
to trust.   
 Regina, a non-designated Title IX coordinator from rural Maryland said, 
“Title IX coordinators really need a lot of support from other people who do the exact same job.”  
She also added,  
“There is nothing better than having a networks of Title IX coordinators, because 
if you are running into a situation that you are not sure how to handle or you want to 
make sure that you have thought about all remedies or solutions or resolutions, for a case, 
you can put a question out and people are so quick to respond with... have you thought 
about offering this? At our institution we do it this way, here is a great way to approach a 
faculty member if you’re asking a faculty member for something that they have never 
done before. In anything whether it is handling a specific in a case, whether or not, it 
is  having a conversation with your president or your legal counsel, or gaining 
quantitative data to be able to say that, this is best practices maybe we should go in this 
direction.” 
 Some Title IX coordinators have had to work very hard to create this collegial space.  For 
example, Bobby, a non-designated Title IX coordinator for a school district in suburban Texas, said  
“I’ve developed a network of compadres in other districts that serve as Title IX 
coordinators and that has been real beneficial to contact one of them to ask if they’ve 
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had an issue like this before or what are their thoughts on this, or we’re thinking about 
adding this sport, any thoughts on that, or as we craft our surveys out to our kids about 
access and availability and sports of that nature, what are some good questions that might 
be asked so that we can get good feedback from our kids to make certain that their needs 
are being met there…and then our attorneys. We rely pretty heavily on our attorneys for 
guidance and support as well.”   
 To create this sort of network is not easy, especially for Title IX coordinators who already 
feel overworked and intimidated by their responsibilities.  Bobby offered this advice to anyone 
hoping to create a professional network, “I think the main thing is to just put yourself out there 
and start making those connections. Find out, whenever you do visit another campus, or 
interface…not campus… or interface with another district just ask, ‘Hey who’s your Title IX 
coordinator, can I visit with them.’ Look at school districts that are near you and reach out to them 
via phone or email and just say, ‘Hey, just want to introduce myself, I’m the Title IX coordinator 
for this district, I am available to help you if you ever need anything and want to also request if I 
may contact you if I ever need anything.’ And just, as you go to those different trainings and have 
your business card and resources available and start that networking piece and don’t be afraid to 
put yourself out there and just start it, really.” 
Current Training Theme #4: Episodic training 
Most of the Title IX coordinators interviewed had at some point in time participated in a 
brief workshop or webinar.  For the purposes of this paper, this is referred to as “episodic 
training.”  It takes place as a “drop in” and “drop out” style of educating, and rarely has lasting 
effects on one’s learning and behavior (Miller & Mount, 2001; Rubel, Sobell, & Miller, 2000; 
Dimeff, et al., 2009)   
73 
 
Mary (non-designated Title IX coordinator from a small college in Philadelphia, seemed 
to know, intuitively, that episodic training was not useful.  She stated, “If I had a training a year 
ago, it’s hard for me to remember what exactly I do…or what I’m supposed to do.  I remember 
the training, I remember a little bit of it, but if I’m not doing it, then it doesn’t stick, usually.”  
Several participants made a call for a greater depth of training, and they placed heavy emphasis 
on on-going professional development, rather than brief episodic training through a workshop or 
webinar.  See section title “Recommendations” for more information.   
Current Training Theme #5: Little to no Training at all 
 Finally, it seems that some Title IX coordinators have received little to no training at all.  
There is a huge disparity here.  Some schools are so anxious about potential law suits that they 
pump millions of dollars into Title IX administration, training, and execution, and others take the 
“let’s wait and see if anything happens” approach.  Mary (see previous paragraph) is a good 
example of this scenario.  When asked, “Do you have a sense of when, maybe, the last time was 
the college sent someone to a training related to Title IX?” Mary replied, “Um…probably never.”  
But Mary also believed that the college had never had any issues related to Title IX.  Given that 
her institution serves predominantly women, it seems unlikely that there has never been a case 
of gender discrimination in the school’s 150 year history.  The College seemed to rely on their 
belief that “these things don’t really happen here” as a reason for not preparing the Title IX 
coordinator to do her job.   
 I asked a non-designated Title IX coordinator who chose to go by “Coach” what kind of 
training he would like to receive.  He answered, “I just want a training.  Any training.”  I asked 
again what sort of training he had already received and he made it abundantly clear that he had 
none.  He said, “As far as just being trained on being a Title IX coordinator - just specific training - 
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I have not received specific training. I guess it’s safe - best - to tell you that I have over twenty 
years of experience as a head coach and just been in this business more than twenty years. I’ve 
gained a lot of knowledge about Title IX just being in the business itself.”  Coach seemed unaware 
that Title IX covered educational activities outside of sports.  
 Some Title IX coordinators demonstrated impressive efforts to find training, to no avail.  
Patty (non-designated Title IX coordinator from rural Georgia), for example, said,  
“Well, when contacting the Department of Education, first of all it was just that they had 
geared me toward this one Title IX with - like I talked about with equity in sports - but 
didn’t have anything else to offer. I actually tried to call the Title IX office in my state to 
try to find out if there were some regional workshops or something along those lines and 
got nowhere with that. They actually sent me - directed me - to the federal department, 
Title IX site, and I actually sent an email and tried to make a phone call there to try to find 
out exactly where exactly do I find training and that sort of stuff. I’ve reached out to our 
regional education centers, is what it’s called in my state, to try to see if there were any 
trainings that were available in our area…so and I just continued to come into roadblocks. 
Occasionally I would find an educational lawyer doing a presentation and they would do 
a very short section of their presentation on transgender or a short section of their 
presentation on access to the bathrooms or just stuff like that so you know just a portion 
of it, but it wasn’t very thorough or in-depth.” 
 All of that effort has left Patty feeling defeated and frustrated.  She had this to say about 
her work, “It’s an important role for me and I’m somewhat frustrated just because I don’t feel 
equipped.  I don’t have the training and support and I think it’s an important issue.  I think it’s 
important for us to be prepared and be smart and that folks have an advocate.”  She continued,  
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“So I take the role very seriously, but am somewhat frustrated with the role, with the 
position, because of the lack of all the things that we’ve mentioned and talked about. And 
so giving it up - I’d give it up, not because I don’t feel that I could be equipped and can do 
a good job and I could do the right thing and make sure that things are done correctly - I 
think those things I’m very passionate about and I have those very much into the supports 
that I provide in the role I’m currently in. But the frustration just comes because I, it’s a 
title without anything else happening.” 
 Kathy, a non-designated Title IX coordinator from suburban Massachusetts, expressed 
similar frustrations and worry that she cannot be as helpful as she would like to be.  She indicated 
that she received no training upon taking on Title IX Coordinator responsibilities, and then her 
institution was investigated by OCR.  I asked her if she has received training since the investigation, 
and she responded, “I still have not.”  One has to wonder what would need to take place for her 
institution to take this role seriously.  She went on to say,  
“I guess the hardest part for me is that you know there was no training, I was just kind of 
thrown into it. And so sometimes when I’m in the thick of it and I’m doing the interviews 
and sharing information I get sometimes get a little nervous that I’m not being clear about 
what I’m doing, being clear about what my role is.  They just give you a bunch of students 
and to make them know how neutral that I am and that it’s kind of safe.  I think sometimes 
it’s kind of hard because even though I’m in the system I don’t have a relationship with 
the students and they don’t really know who I am.” 
 A participant named Ellen indicated that she feels unsupported and exposed.  Ellen is a 
non-designated Title IX coordinator for a school district in rural Massachusetts.  She said,  
“I have not been trained in any other way other than what I’ve sat through district legal 
council meetings and briefings and I got to ask questions. But nothing else besides, okay, 
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here’s the federal guidelines, I’ll read them try to remain compliant and on the bottom of 
all our stationery, it has our anti, you know, ‘We do not discriminate on the basis of…’ and 
they changed that a few years ago to include a few more aspects. So, it’s out there, it’s 
publicized. Our names in our program of studies, they’re in the student handbook, who 
you contact, not our names, our titles, contact the guidance director at the high school 
for this.  So the information is out there. Who to contact is on our website. It’s on our 
stationery. But other than that, if they come to my door, okay, what do I have to figure 
out now.”   
 The lack of training was evident in the way that some coordinators made jokes about the 
work.  When asked, “Well can you think of anything I didn’t even think to ask about that you’d 
like to tell me about your work in Title IX?” Matt, a non-designated Title IX coordinator from rural 
Mississippi laughed and responded, “Gotta count all the softballs and make sure you have the 
same amount of softballs and baseballs for the boys and girls!” 
Recommendations 
 Knowing, of course, that our execution of Title IX has vast room for improvement, the 
Title IX coordinators who were interviewed for the study made several recommendations for how 
their training and preparation could be improved for future Title IX coordinators.  Generally, the 
recommendations fell into three broad categories: Follow-up training, institutional support, and 
keep it local.  
Recommendation #1: Follow Up Training 
 Title IX coordinators must be committed lifelong learners.  Kelly, a designated Title IX 
coordinator from a college in Pennsylvania stated, “I haven’t stopped going to anything either 
because this just seems to constantly be changing.”  Mallory, a non-designated Title IX coordinator 
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from a school district in suburban Maine, echoed a similar sentiment, “I don’t think you can go to 
every year and know everything, I just think it needs to be regular.”  Regina, a non-designated 
Title IX coordinator from a college in rural Maryland, added a key point about follow-up training: 
“Things change so much, and if you’re not a Title IX coordinator who is constantly reading the 
news and getting updates from an organization that you can trust, than you’re going to miss 
something.” 
 MB, a non-designated Title IX coordinator from a school district in rural Maine, made a 
recommendation for a continuing education expectation for Title IX coordinators: “To be a social 
worker or a guidance counselor is a whole degree so I don’t know…but at the same time as a 
teacher, I go back and I’m required to have so many college classes or so many contact hours in 
my curriculum area every five years to be re-certified so at the same time you could say, as an 
affirmative action officer you could be required to have thirty hours in three years of counseling: 
webinar, seminars, whatever.” 
Recommendation #2: Institutional Support 
 I asked January, a non-designated Title IX coordinator from a college in suburban 
Pennsylvania, what she needed in order to do her job better.  She said, “Help. I need help. I have 
a Deputy that is the Director of Disability Services. She is swamped with Disability Services. Just 
swamped. She has no time to help me. I have a secretary about 5%. She is full time, I have her for 
about 5%. I just need help. The record keeping is really getting out of hand because of lawyers in 
the process. Last four hearings, the respondents have brought lawyers. The record keeping is 
getting so detailed because you’re always looking at getting sued.” 
Administrative help was a common theme.  A participant who wanted to go by “SA” 
(designated Title IX coordinator from the K-12 environment) said, “I’m by myself!  I have no staff.  
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All of my mailings, all of my correspondence, I have to make my own labels, I have to file my own 
things…it’s just a lot.  It’s a lot of stuff.  I don’t even have one clerical support, where I can just 
say, ‘Can you do labels for me so I can mail this massive pile of stuff?”   
Keri, a non-designated Title IX coordinator from a college in suburban Illinois, referenced 
this same concern but added the additional budget issue.  She said, “I am a one-person office for 
conduct, I am a one-person office without any support staff, without any resources--I don’t even 
have a budget for conduct or for Title IX. I don’t have support staff so I don’t have human or 
physical resources and so other areas of my responsibilities obviously then start to suffer or take 
a back seat when I’m doing Title IX.”  Keri does not have a budget for basic supplies.   
 Looking for a different kind of support, Mallory (non-designated Title IX coordinator from 
K-12) said, “What might be helpful, that the building administrators to participate in some of this 
training or awareness. If everyone could go to, and have the same kind of understanding. I mean 
folks, are very willing to respect the information that I share with them but it’s always great for 
people to hear the same things you hear. That would be helpful.” 
George, a non-designated Title IX coordinator from a college in rural Virginia, spoke about 
being forced into the role without feeling comfortable with the position and its responsibilities.  
He said,  
“We were called up to the president’s office one day, me and the director of Human 
Resources, and he said, ‘The two of you will be responsible for Title IX--who wants to be 
the director, and who wants to be the deputy director?’ And we both tried to squirm out 
of the Title IX coordinator, coordinator not director--we both tried to squirm out of the 
Title IX coordinator role because we both felt like we were at the expertise or the 
resources at the beginning to do it well….So like I said it was appointed--of course we 
received no, we didn’t get any extra money, we were not paid a stipend or anything like 
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that… I never had an interest in Title IX and when the president pulled us in, I wasn’t 
comfortable with it at all.”   
Several coordinators mentioned feeling uncomfortable because they did not trust that 
institution would support them.  Regina (a non-designated Title IX coordinator from a college in 
rural Maryland) advocated for better treatment, by stating, “I think Title IX coordinators need 
full institutional, presidential, and board of trustees support. They need support to know, 
that it's not a reputation issue, not protecting the college or university issue, it about doing the 
right thing for the right reasons to make the process equitable. And there are so many people 
who don't get that.”   
Both Regina (non-designated) and Levi (designated) advocated for more mandates from 
the government, which would force institutions to do the “right thing.”  While Regina advocated 
for “mandated institutional support”, Levi argued for a “Funded mandate by the federal 
government so that my office could actually get appropriate funding.”   
 Carla (a designated Title IX coordinator from rural Pennsylvania) had already given this a 
lot of thought.  She said,  
“I feel that this role is given high visibility in lots of respects. I mean, given just the news 
and the media, but it is given just for show. I truly feel that way, that it is a thing for show 
and that it’s not something that is given resources, it’s not something that…you’re not 
given the resources to do the job that you need to do. Coming from a public institution I 
completely understand that because funds are so limited across the board but there is 
just…with no new money coming in, to not look at other places where you could take 
money away from to put toward Title IX, just isn’t being done, at least at my institution 
and that’s incredibly frustrating because people like me and my deputy coordinator and 
the investigators that do this kind of work, I mean you’re here, you want to make a 
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difference and you want to help and you’re just running yourself completely into the 
ground to try because you have that human faith to this. And you realize that you’re going 
to do everything possible within your power to do it. And you’re just doing it with very 
very very little support and resources.” 
Recommendation #3: Keep it Local 
 Four participants described the importance of keeping the training regionally relevant.  
They indicated that nationwide trainings, or in some cases, even statewide trainings often fail to 
speak to the local community culture surrounding gender equity.  Linda, a non-designated Title IX 
coordinator from rural New York, highlighted the importance of respecting differences that may 
exist between institutions, even if they exist in the same geographic region.  She frequently meets 
with Title IX coordinators who are within a close geographic proximity to her (all within her state), 
but she does not find that meetings as helpful as she had hoped.  She said, “So much of how you 
do things related to the world of Title IX depends on the climate and the culture of your institution. 
And when you have different institutions with different cultures, then a lot of the stuff being 
shared isn’t helpful.”  Each institution has its own politics, religious affiliation, and policies to 
navigate.   
 There are, of course, logistical reasons to keep training local.  It was evident from the 
interviews that there is a disparity related to geographic accessibility of trainings.  Jordan, who is 
from Utah, identified how difficult it is for some regions of the United States to access live skill-
building trainings.  She said, “It’s just very cost-prohibitive.  It’s sixteen-hundred dollars and you 
have to pay for a room and a flight, and they’re all on the east coast.  It’d be nice if there was 
something on the west coast.”  George, who comes from Virginia, added, “Nobody comes to our 
town. There’s an annual conference in [NAME OF CITY] that I haven’t been to in a couple years 
but I hope to go back to. So by local, I’m thinking a five or six hour drive. It’s rare for us to find 
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anything that’s closer than that.”  Levi, who is from New Mexico, spoke about a training that was, 
“$1300/ person plus travel, plus the days out of the office” and compared it to another training 
that was “$4000 a person plus the travel plus the time away from the office.”  Unlike other 
programs, Levi had the funding to afford trainings, but time away was a bigger concern.  
Other notable findings 
Title IX coordinators often work in isolated workspaces, where they listen to students, 
faculty, and staff describe detailed accounts of violence and discrimination.  They watch people 
cry (victims and perpetrators), and see people on their worst days.  The decisions that Title IX 
coordinators make may affect the academic futures of students (victims and perpetrators).  
Carla, a designated Title IX coordinator in higher education (from rural Pennsylvania), said, “I 
think at one my lowest points I told somebody that the only thing I do is that I talk to people 
who have been completely traumatized and then I talk to people who have been accused of 
traumatizing them and then the only other interaction I have with employees are for the most 
part employee administrators that don’t want me here and they said that to my face that they 
didn’t think I was needed here. So it was a very very very dark first year here for sure.”  
Title IX coordinators feel pressured to help universities avoid law suits, overwhelmed 
with the sheer quantity of work, and stuck in work where they feel unsupported.  January, a 
non-designated Title IX coordinator from suburban Pennsylvania, shared, “I have a friend who is 
the Title IX Coordinator at another college. She’s my age. She wants to retire and she can’t. 
They’ve had two failed searches. Now she’s…and now they’ve extended her for another year. 
And she wants to leave, but we both feel this loyalty to our institution…and to our students. To 
victims, you know?”  She and her friend (both from higher education) feel unable to do this 
work effectively, but also passionate about serving those in need.   
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Title IX coordinators see and hear things that can be traumatic.  The American 
Psychological Association defines trauma as, “an emotional response to a terrible event like an 
accident, rape or natural disaster”, but a more comprehensive definition (which includes chronic 
stress) has been developed in recent years (American Psychological Association, 2015).  Trauma 
occurs when an external threat overwhelms a person’s coping resources, which can occur during 
a single event, or over the course of a lifetime as is the case for people who experience chronic 
stress (Center for Nonviolence and Social Justice, 2015).  Following the work of Vincent Felliti, 
Sandra Bloom, and many other leaders in the field of trauma-studies, trauma is now accepted as 
a public health crisis, given that it touches more of us than not.  
Symptoms of trauma generally fall into three categories: intrusion symptoms, hyper-
arousal symptoms, and restriction symptoms (Herman, 1995).  Intrusion symptoms usually 
involve reliving the traumatic event in some capacity: flashbacks, reenactment, etc.  Hyper-
arousal symptoms include those that keep the body on high alert: sleeping poorly, reacting 
irritably, startling easily, etc.  Finally, restriction symptoms include experiences of numbing, and 
in many cases can include anything from simple forgetfulness all the way to drug and alcohol 
use.  Through my interviews, Title IX coordinators shared stories with me about their chronic 
job-related stress, and many of their descriptions could be categorized as either intrusion, 
hyper-arousal, or restriction. 
 When asked how she likes her work, January (from higher education) said, “It’s killing me. 
It’s killing me. I’m incredibly stressed. I don’t sleep.”  She later added, “And I just don’t sleep well 
because I wake up because I’m worrying about this. I can’t go to sleep because I’m worrying about 
it. And I’m not a worrier. I’m really, really not a worrier. But it’s just that I have so many balls in 
the air. That’s really what it is. I’m not worrying that it’s the right work. I’m worrying like oh my 
83 
 
God did you do this, did you do that.  Did you document this? Did you get back to that person? 
You know. Just thinking about the victims.”  Before the interview ended, she added, “I told my 
good friend that the thing that has changed the most is that I’ve always had a curiosity. I’ve always 
been curious about everything. I read a wide range of books and I am just curious. And I have no 
curiosity anymore. I just want to watch a stupid thing on Netflix and go to sleep.” He descriptions 
hinted at symptoms of hyper-arousal (inability to sleep), intrusions (constant worry about her 
work), and restriction (her lack of curiosity).   
 Sean, a non-designated Title IX coordinator from a college in urban California, said, “I carry 
these people’s experiences deeply in me. And so yeah, self-care, being able to create boundaries 
and learning, practicing my own process of being able to let go of the pain…Not let go of the pain, 
that’s not what I’m talking about. Being able to process the pain in a way that doesn’t continue to 
cost me.”   
 Regina, who is a non-designated Title IX coordinator from a college in rural Maryland, 
said, “When you’re on, you’re on... and it could be you’re on for 8 straight days with dealing with 
a case, and talking with victims and talking with perpetrators or responding and reporting 
parties. When you’re on, you’re on, and its 24/7.” 
 Marie, who is a designated Title IX coordinator in rural New York, said,  
“Well, I can tell you one thing, last fall, we were so crazy busy that I started to have heart 
palpitations, which I had never had from anxiety from work before. So much so that I 
remember that my neighbor came over, and I had to sit down. She was like, ‘What’s 
wrong?’ and I had to sit down. Then I had to lie down. I couldn’t breathe really. She came 
over and gave me some anti-anxiety medication and I took that. Then I feel asleep and 
then I woke up and I was fine. But I have never felt like that before because of the level 
84 
 
of stress. The level of stress can be very high because not only are we dealing with these 
type of situations that are very disturbing, but also the time in which we have to deal with 
them. We are supposed to be dealing with them as quickly as possible.”   
 Many of the coordinators feel isolated.  Levi, a designated Title IX coordinator from urban 
New Mexico illustrated this point.  She said:  
“Thankless.  Undervalued.  And then yeah, of course, it’s totally difficult work because 
everyone is always mad at you, right? No matter what you do, the outcome, in terms of 
investigation, at least one party is going to be mad at you. Usually, both parties are pretty 
angry at you and then the department’s mad at you and then the college is mad at you. 
And then the lawyers are talking about how it would or would not stand up in court, which 
is not our purpose at all. We’re all about finding policy violations, and we do not care 
about protecting the liability of the university. And if we did care about that, we would be 
terrible at our jobs. And we would, you know, and we shouldn’t have our jobs.” 
Molly, a non-designated Title IX coordinator from urban New York, shared her concern 
about needing to take care of her team, who are all doing very difficult work, “I think everybody 
feels under-trained and over-whelmed. Because, you know, everybody’s doing this in additional 
to their job here.  Then, you know, as I said before they see all the scrutiny and they think well, 
you know, some of the people doing this, this is all they do and we’re doing this on top of 
everything else that we do…and making sure that in my role that I’m taking care of everybody 
who’s volunteered to help me.” 
Limitations 
This study had several limitations.  There may have been, for example, some 
apprehension among the participants, resulting from the challenging political climate 
surrounding Title IX.  With so many institutions facing lawsuits and Title IX coordinators 
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reportedly feeling unsupported, participants expressed hesitancy about being recorded and how 
the information would be used. Two participants considered removing themselves from the 
study, but ultimately decided to dramatically edit their transcripts, rather than withdraw from 
the study.  It is possible that discomfort among the participants skewed the results and created 
a low response rate (40 responses to 2000 emails is a 2% response rate to the recruitment 
message).  There may have also been selection bias.  It is possible that the opinions of the 
participants in this study are stronger than the opinions of the general population, which could 
also skew the results.  Finally, there is demographic information that was missed in the data 
collection process.  Even though there were questions about the self-identified gender of each 
Title IX coordinator and characteristics of the school or school district, the interview did not 
include a question about each participant’s self-identified race.  When the interview was 
written, institution-level demographics seemed more relevant to the research question, which 
was to examine the ways in which institutions and systems prepare professionals to battle 
gender-based discrimination and violence.  However, without the individual-level demographics, 
there is no ability to explore intersectional issues in the profession, especially related to access 
to training and professional development.  Future researchers should examine the treatment of 
Title IX coordinators within academic institutions, and in that research, it would be vital to 
collect full demographic data for each individual participant, rather than simple collecting data 
which represents the institution.   
Discussion 
Although there are no standard requirements for hiring or designating a Title IX 
coordinator, some have identified that it was their professional life prior to becoming a Title IX 
coordinator that helped them the most in their work.  Given that, it may be useful for institutions 
to seek out a Title IX coordinator with a robust and relevant professional history.  This is not 
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currently the case.  Some Title IX coordinators came from nursing, some social work, some law 
enforcement, and some special education.  Nearly all of them felt that their “former life” helped 
them considerably, although it’s impossible from the data collected to glean the type of 
experience most useful. 
If newly recruited Title IX coordinators enter into this work with a strong set of skills from 
their professional background (whether it is nursing, social work, law enforcement, or special 
education), they deserve some support with basic administrative tasks so that they can work at 
the top of their abilities.  When a lawyer is hired to be a Title IX coordinator, he or she should 
dedicate their time to practicing law, not filing paperwork and labeling envelopes.  If funding could 
be used for additional staff, the Title IX coordinator could be freed to develop as professionals, to 
serve students, to work toward shifting the culture in our educational institutions.   
Institutional support includes non-financial forms of support, as well.   Among Title IX 
coordinators who participated in the study, there was a common call for better boundaries, self-
care, and personal growth, which will require administrators to prioritize the safety and well-being 
of Title IX coordinators.  This kind of training should not be episodic in nature.  It must be on-
going, as it requires constant reflection and self-compassion.   
 One common factor among the majority of the participants, however, was that they 
want more: more training, more support, and more clarity.  Title IX coordinators want to feel 
competent and prepared to do the job.  With a documented 1400% increase in the number of 
higher education institutions being investigated by OCR, and a 500% increase in the number of 
elementary and secondary education institutions under investigation, it makes sense that 
coordinators want more training (U.S. Department of Education, Office for Civil Rights, 2016).  
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And at a time when more clarity is needed, the Trump administration has taken steps to undo 
clarity that was released by the Obama Administration.   
It is important to address the historical context in which this study took place.  The 
participants were enrolled and interviewed in the autumn months of 2016, when Donald Trump 
was elected as President of the United States, and there was an immediate flood of worry 
among gender equality advocates that Title IX policy would be affected.  Furthermore, the 
participants of the study were asked to review their transcripts in the early weeks of 2017, when 
Donald Trump was inaugurated and Betsy DeVos was selected as the Secretary of Education.  
This was a time when, again, there was an increase in worry and speculation about what might 
happen with Title IX.  It is difficult to estimate how the cultural and historical context influenced 
the data, but it is possible that the new administration influenced some hesitation about 
speaking honestly with the interviewer, as well as the desire for several participants to edit their 
responses (and retract their previous comments).   
 Shortly after the transcripts were verified by the participants, and the analysis process 
began, Secretary DeVos rescinded Obama-era guidance to clarify Title IX policy and emphasize 
the importance of the Title IX coordinator role.  It remains to be seen how this will impact the 
culture of sexual violence among young people, but it certainly raises concern that institutions 
will see this as a reason to remove funding and support to Title IX offices across the country.  
The data collected through these interviews only further highlights how much support and 
guidance is needed.  This is an unfortunate time for our educational institutions to receive less 
clarity and for Title IX coordinators to be left wondering how to do their work effectively. 
Conclusion 
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These interviews confirm that educational institutions are not appropriately allocating 
time and resources to their Title IX programs, thereby putting the success and safety of our 
nation’s youth is at risk.  The interviews revealed that Title IX coordinators feel undervalued, 
underfunded, and underprepared to do their work.  The participants in the study made 
recommendations for how Title IX coordinators could be better-prepared and better-supported.  
Recommendations included: keep training local, more institutional support, and required on-
going training.  Greater institutional support (both financial and emotional) will be necessary to 
make these pivotal changes.   
 
  
89 
 
References 
A Report of the National Coalition for Women and Girls in Education. (2002). Title IX at 30: 
Report Card on Gender Equity.  
Ali, R. (2011). Dear Colleague Letter: Sexual Violence. Dear Colleague Letter, Office of Civil 
Rights, United States Department of Education, Washington, D.C. . 
American Psychological Association. (2015). Retrieved from http://www.apa.org/topics/trauma/ 
ATIXA. (2018, January 9). ATIXA: Who we are. Retrieved from ATIXA: 
https://atixa.org/about/#WAN 
Bidwell, A. (2015, May 5). College Sexual Violence Complaints up 1,000 Percent in 5 Years. U.S. 
News and World Report. Retrieved from http://www.usnews.com/news/blogs/data-
mine/2015/05/05/college-title-ix-sexual-violence-complaints-increase-more-than-1-
000-percent-in-5-years 
Carle, R. (2016). The Strange Career of Title IX. Academic Questions, 29(4). 
Center for Nonviolence and Social Justice. (2015, November 11). What is Trauma? Retrieved 
from Center for Nonviolence and Social Justice: 
http://www.nonviolenceandsocialjustice.org/FAQs/What-is-Trauma/41/ 
Center for Nonviolence and Social Justice. (2015, November 11). What is Trauma? Retrieved 
from Center for Nonviolence and Social Justice: 
http://www.nonviolenceandsocialjustice.org/FAQs/What-is-Trauma/41/ 
Center for Nonviolence and Social Justice. (2015, November 11). What is Trauma? Retrieved 
from Center for Nonviolence and Social Justice: 
http://www.nonviolenceandsocialjustice.org/FAQs/What-is-Trauma/41/ 
Conley, A., & Griffith, C. (2016). Trauma-Informed Response in the Age of Title IX: Considerations 
for College Counselors Working with Survivors of Power-Based Personal Violence. 
Journal of College Counseling, 19(3). 
Dimeff, L., Koerner, K., Woodcock, E., Beadnell, B., Brown, M., & Skutch, J. (2009). Which 
training method works best? A randomized controlled trial comparing three methods of 
training clinicians. Behavior Research and Therapy, 47, 921-930. 
Edwards, S. (2015). The Case in Favor of OCR's Tougher Title IX Policies: Pushing Back Against the 
Pushback. Duke Journal of Gender Law, 23(1). 
Federal Partners Committee on Women and Trauma. (2011). Women and Trauma: A Federal 
Intergovernmental Partnership on Mental Health Transformation.  
Federal Partners Committee on Women and Trauma. (2013). Trauma-Informed Approaches: 
Federal Activities and Initiatives.  
90 
 
Finkelhor, D., Turner, H., Ormrod, R., Hamby, S., & Kracke, K. (2009). Children's Exposure to 
Violence: A Comprehensive National Survey. Juvenile Justice Bulletin, U.S. Department of 
Justice. 
Graybill, R., & Minister, M. (2017). Sexual Violence in and Around the Classroom. Teaching 
Theology & Religion, 20(1). 
Harris, E. (2015, May 11). Cuomo, Taking Aim at College Sexual Assault, Calls for Stricter Law. 
New York Times. Retrieved from 
http://www.nytimes.com/2015/05/12/nyregion/cuomo-taking-aim-at-campus-sexual-
assaults-calls-for-a-stricter-law.html?_r=0 
Herman, J. (1995). Trauma and Recovery.  
Holland, K., & Cortina, L. (2017). It Happens to Girls all the Time: Examining Sexual Assault 
Survivors' Reasons for Not Using Campus Supports. American Journal of Community 
Psychology, 59(1-2). 
Karjane, H. M., Fisher, B. S., & Cullen, F. T. (2002). Sexual Assault on Campus: What Colleges and 
Universities are Doing About It. Washington, D.C.: National Institute of Justice, Office of 
Justice Programs. 
Kingkade, T. (2016, March 17). High Schools are Failing Girls who Report Sexual Assault. 
Huffington Post. 
Koss, M., & Wilgus, J. (2014). Campus Sexual Misconduct: Restorative Justice Approaches to 
Enhance Compliance with Title IX Guidelines. Trauma, Violence, and Abuse, 15(3). 
Krebs, C. P., Lindquist, C., Warner, T., Fisher, B., & Martin, S. (2007). The Campus Sexual Assault 
Study: The Final Report. Washington, D.C.: National Institute of Justice. 
Miller, W. R., & Mount, K. A. (2001). Does one workshop change clinician and client behavior? 
Behavioral and Cognitive Psychotherapy, 29, 457-471. 
Peterson, C., DeGue, S., Florence, C., & Lokey, C. (2016). Lifetime Economic Burden of Rape 
Among U.S. Adults. American Journal of Preventive Medicine. 
Ramlall, S. (2004). A Review of Employee Motivation Theories and their Implications. The Journal 
of American Academy of Business. 
Richards, T., & Branch, K. (2017). A Feminist Anaysis of Campus Sexual Assault Policies: Results 
from a National Sample. Family Relations, 66(1). 
Rubel, E., Sobell, L., & Miller, W. (2000). Do continuing education workshops improve 
participants' skills? Behavior Therapist, 23, 73-77. 
Silbaugh, K. (2015). Reactive to Proactive: Title IX's Unrealized Capacity to Prevent Campus 
Sexual Assault. Boston University Law Review, 95(3). 
91 
 
Sokolow, B. (2017). Statement September 22, 2017: Dear Colleague Letter Recission and Interim 
Guidance. Berwyn: Association of Title IX Administrators . 
Svrluga, S. (2017, September 7). Transcript: Betsy DeVos’s remarks on campus sexual assault. 
The Washington Post. 
U.S. Department of Education, Office for Civil Rights. (2015). Dear Colleague Letter on Title IX 
Coordinators. Washington, D.C. 
U.S. Department of Education, Office for Civil Rights. (2015). Protecting Civil Rights, Advancing 
Equity: Report to the President and Secretary of Education, Under Section 203(b)(1) of 
the Department of Education Organization Act, FY13-14. Washington, D.C. 
U.S. Department of Education, Office for Civil Rights. (2016). Delivering Justice, Under Section 
203(b)(1) of the Department of Education Organization Act. Washington, D.C. : U.S. 
Department of Education. 
U.S. Senate Subcommittee on Financial and Contracting Oversight. (2014). Sexual Violence on 
Campus: How too many institutions of higher education are failing to protect students. 
Washington, D.C.: United States Senate. 
United States Department of Education. (2014). Questions and Answers on Title IX and Sexual 
Violence. Washington, D.C.: United States Department of Education, Office for Civil 
Rights. 
United States Department of Education. (2016). Digest of Educational Statistics. Washington, 
D.C.: National Center for Educational Statistics. Retrieved from 
https://nces.ed.gov/programs/digest/d16/tables/dt16_105.50.asp 
Vagi, K. J., O'Malley, O., Basile, K. C., & Vivolo-Kantor, A. (2015). Teen Dating Violence (Physical 
and Sexual) Among U.S. High School Students: Findings from the 2013 National Youth 
Risk Behavioral Study. JAMA Pediatrics, 169(5), 474-482. 
White House Council on Women and Girls. (2014). Rape and sexual assault: A renewed call to 
action. Retrieved from 
www.whitehouse.gov/sites/default/files/docs/sexual_assault_report_1-21-14.pdf 
White House Task Force to Protect Students from Sexual Assault. (2014). Not Alone: The First 
Report of the White House Task Force to Protect Students From Sexual Assault . The 
United States White House. 
Wies, J. (2010). TItle IX and the State of Campus Sexual Violence in the United States: Power, 
Policy, and Local Bodies. Human Organization, 74(3). 
 
 
  
92 
 
Appendix A. Title IX Training Resources 
 
 
 
 
 
Source of Training or Information  Type of Source: 
Campus Answers  
www.campusanswers.com 
For Profit 
Safe Colleges  
www.safecolleges.com  
For Profit 
Get Inclusive  
www.getinclusive.com 
For Profit 
Cypherworx 
www.cypherworx.com 
For Profit 
ATIXA 
www.atixa.org 
Non Profit  
NACUA 
www.nacua.org 
Non Profit  
Continuing Ed for Lawyers 
Campus Clarity 
www.campusclarity.com 
For Profit 
Know Your Title IX 
https://www.knowyourix.org/  
Non Profit 
CUPAHR 
www.cupahr.org 
Non Profit 
NCHERM 
www.ncherm.org 
For Profit  
Law Firm 
Stafford and Associates  
www.dstaffordandassociates.com 
For Profit  
Law Firm 
EDUrisk Solutions  
www.edurisksolutions.org/titleix 
For Profit  
Insurance Company 
The Clery Center 
https://clerycenter.org/  
Non Profit  
United States Department of Education Office for Civil Rights 
www2.ed.gov  
Government 
Magna Pubs: Title IX Compliance Institute 
https://www.magnapubs.com/title-ix-institute-2016/  
For Profit  
Syntrio  
www.syntrio.com  
For Profit 
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Appendix B. Interview Guide 
 
 
 
 
 
Pseudonym: _____________________ 
 
Demographic Questions  
1. Please identify your own level of education: 
 No education completed 
 Some high school, no diploma 
 High school graduate, diploma or the equivalent (for example: GED) 
 Some college credit, no degree 
 Trade/technical/vocational training 
 Associate degree 
 Bachelor’s degree: ______________ 
 Master’s degree: _________________ 
 Professional degree: ________________ 
 Doctorate degree: _______________ 
 
2. Please categorize the environment in which your schools exists: 
 Urban environment 
 Suburban environment 
 Rural environment  
 
3. Size of student body 
4. Which terms below describe your school?  Check all that apply: 
____ Religiously affiliated 
____ Offers high contact sports (“helmet sports” such as American football) 
____ Active Greek life communities 
____ Community College 
____ Historically Black College or University  
 
Interview Questions  
 
1. Your role.   
a. How did you come to be this school’s Title IX coordinator?  Were you hired 
specifically for this role, or were you assigned this role after you started working 
here in a separate capacity (i.e. hired for Human Resources but later asked to be 
Title IX coordinator)?  To whom do you report? 
 
b. What kinds of responsibilities do you have in addition to being a Title IX 
coordinator?  Do you find any conflicts of interest in your role as Title IX 
coordinator, given other responsibilities that you may have?  
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c. How do you like your work?  What impact has it had on you?  How does your 
level of stress compare to other jobs you may have had in the past? 
 
d. What are the most difficult aspects of your work?  What are the most rewarding 
aspects of your work? 
 
2. Your training.  
a. What training have you received in your role as Title IX coordinator?  Who 
provided the training?  What was the focus of the training?  Where do you turn 
when you have questions about Title IX?  How helpful is that resource for you?   
 
b. What kind of training would you like to have that you don’t have?  What was 
missing from your training?   
 
c. What is in the way of getting training? Cost? Time? Availability? Geography? 
 
d. What are the aspects of you work in which you feel most competent and well-
prepared to be successful?   
 
e. Describe the times when you feel unsure of yourself in your work, or times 
when you feel unprepared to do your job well. 
 
f. What do you need to be more effective at your job as Title IX coordinator? 
 
g. What training or experience do you have with trauma?  What do you know 
about the effect trauma has on the brain, on one’s health, or one’s emotional 
state?  If you wanted to assess if a student was experiencing trauma, what signs 
might you look for? 
 
h. Have you witnessed interactions with students or staff which you experienced 
as NOT trauma-informed?  Would you be willing to share some of those 
experiences, of course protecting the identities of those involved? 
 
i. Describe any training that you have received related to cultural competency or 
cultural awareness.  What training or experience do you have supporting 
students who identify as gay, lesbian, bisexual, or transgendered?  How have 
you been trained to understand their unique needs and concerns? 
 
j. What kind of training do you provide for others? Colleagues? Students? Faculty? 
Staff? 
 
3. Your work with students, faculty, and staff.  
a. What is your impression of how students view the school’s management of 
gender-based violence or discrimination?  
b. How supported do you feel by your institution’s leadership?   
c. How supported do you feel by OCR?  What would you like from OCR that you’re 
not getting? What does OCR need to hear from Title IX Coordinators? 
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d. How do feel your co-workers view you in your role as Title IX coordinator?  How 
supported do you feel by your coworkers/ colleagues?  
e. What, if anything do you take home with you (mentally) at the end of your day? 
 
4. What else would you like to tell me about your work as Title IX Coordinator that I 
haven’t already asked? 
  
 
